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FOREWORD 
The recent publication, "A Nation at Risk" has outlined the 
educational challenge this nation is facing in the year's ahead. 
There is increasing international economic competition. Military 
sophistication of both developed and third-world countries 
increases apace. There are demographic declines in the numbers of 
young people available for the work force, the military, and the 
educational pipeline. Of those young people available, an 
increasing share come from portions of our population that have not 
previously tended to enter the technologically advanced 
instructional areas. And yet, the world is becoming more 
technologically sophisticated year by year. 
What is more alarming is the visibly increasing competition 
in the civilian sector. The growing lack of gracluates with 
requisite qualifications for working in classified areas has 
serious ramifications for the Navy. It implies that, when the Navy 
has critical needs for new technologically sophisticated personnel, 
it will be unable to muster sufficient talent to manage evolving 
technology and to integrate new developments into combat 
effectiveness at sea. The Navy must build an independent source 
of technical expertise in order to guarantee its continued 
technological leadership in the decades ahead. 
The Navy's missions in support of the Nation's interests 
require that it be a forward-based, mobile, global force. Matching 
the requirements of this maritime strategy to the realities of 
inevitable resource limitations irrevocably weds the Navy to the 
force-leveraging that advanced technology offers. This is readily 
observed in the rapid evolution of the operational capabilities of 
each of its major components -- air, surface, submarine, and space 
-- as they incorporate, and depend on, the latest fruits of the 
Nation •s technological genius. It also equally applies to the 
gamut of fleet supporting systems that keep pace with and extend 
the capabilities of the weapons systems they serve. 
The advanced technology involved in the ships, planes, and 
fighting equipment require advanced education tnat will outstrip 
the backgrounds of many of those entering the service. It can be 
expected that the all-volhnteer force goals will be increasingly 
hard to mee't. Of those entering the service, the expectation is 
that they will present lower qualifications. In fact, even the 
graduate education available in the civilian sector of the United 
States, advanced as it is, is not sufficiently directed toward the 
particular expertise and capability that is needed for the future 
of our armed services. 
Central to the Navy's ability to capitalize o~ new te9hnology 
will be the intellectual and technical competence of the officer 
v 
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corps. The future success of the Navy is inextricably linked to 
its imaginative exploitation of an ever-expanding knowledge base. 
A long~term strategic investment in quality professional graduate 
education for naval officers is required. It must be prudently 
supported year-in and year-out. Failure to do so will lead toward 
an inability to execute the Navy's mission responsibilities a 
decade or more into the future. 
It is urgent that the officer corps have the ability to face 
unknown problems in the decades ahead. That ability can be assured 
by the parallel mechanisms of continuing rigorous on-the-job 
training, leadership selection based upon performance, and advanced 
technical education of those selected to the leadership. External 
sources of technically trained human resources will not be 
sufficient to supply the needs of the Navy. It must be able to 
guarantee its own technical competence by bringing the officers it 
has up to the sophisticated standards needed in the future. 
This review is a part of the ongoing effort to provide the 
Navy with an institution that fulfills its requirement for advanced 
technical education. The need and desire to perform that mission 
well permeates all parts of this study, for the awareness is ever 
present from the daily news that the Navy is one of the essential 
pillars upon which freedom of this nation, and the world, stands; 




As a part of the review for reaffirmation of accreditation by 
the Western Association of Schools and Colleges, a special 
institutional self study was undertaken. This report documents the 
study and many other self assessments that go on routinely as a 
part of the normal business of the Naval Postgraduate School (NPS). 
ORGANIZATION FOR THE STUDY 
A steering committee to organize the Institutional Self Study 
was formed by the Provost in the Fall of 1988. It consisted of the 
then existing two Division Deans, the Director of Programs, 
Chairman of the Faculty, a representative for the Officer Student 
Advisory committee, the architect of the last self study, and the 
Dean of Academic Administration, who served as chairman of the 
committee. It was decided that the study would encompass four 
major areas, which included twenty eight different categories. The 
final list that was agreed upon was as follows: 
o Academic Programs 
- Departmental Teaching and Research 
- Graduates meeting the Navy's needs 
- students as end users 
- Transitioning officers into academe 
- School Master's Degree Requirements 
o Acade.mic Program Support Functions 
- Library and Information Services 
- Computing Services 
- Academic Administrative Services 
- Research Administrative Services 
- Educational Media Support 
- Purchasing 
- Maintenance 
- Public Works 
o Student Personal and Family Support Functions 
- Recreational Services and Facilities 
- Family Services 
- Chaplains 
- Medical Services 
- Legal Services 
- Dental Services 
- International Student and Family Support 
- Minority Students 
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o Administrative Functions 
- Management Information Systems 
- Budgeting and Finance 
- Personnel 
- External Relations 
- Correspondence and Records 
Information Security 
- Physical Security 
- Internal Review 
EXECUTION OF THE STUDY 
Task groups were formed for each of these studies, and a 
charter was issued from the steering committee, providing 
background, scope of the study, suggested issues for consideration, 
etc.[1]. In final execution, thirty five reports were received and 
cataloged into nine volumes corresponding to the best match of the 
report to one of the nine standards of accreditation. Each volume 
was individually indexed, providing the reader with a guide to the 
basic studies from which this report was written. They constitute 
the basic references for this study, and a listing of each self 
study report, by volume, is given in Appendix A. 
Two items in the Appendix deserve special attention, and the 
accreditation team is urged to read them in full. These are 
Appendix B, the Faculty Opinion Survey, and Appendix c, the "Marto 
Report." These are referred to throughout the text. In addition, 
special attention is drawn to Appendix D. "POM 92." POM 92 is the 
official expression of the priori ties for NPS in the immediate 
future, covering the period from FY92 through FY97. It includes 
the express request for funds to support the program priorities for 
this period of time. 
All aspects of the campus were involved in the task groups. 
Typically, the guideline was to establish the task groups as a mix 
of people providing service with those using the service; thus, 
students, staff and faculty from every level in the school were 
represented, totalling some 160 to 175 people who were directly 
involved, and many more who were indirectly involved through 
providing inputs to the task and study groups. A large number of 
issues were raised and many were discussed in this report, which 
is a distillation of the basic studies; however, not all were 
included. A thorough treatment of every matter can be read by 
consulting the references. 
Aggregations of the studies were 
to compile the results of several 
briefer, collections of evaluations 
perspective and completeness was then 
Superintendent. 
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STRUCTURE OF THE REPORT 
Following a brief introduction to the School, those 
assessments made of the institution as a whole are introduced. For 
completeness, some of the studies are included in toto in 
appendices to provide the details of the recommendations and 
findings. Assessments of individual elements, organizations and 
functions are placed after the broad issues covering the 
institution as a whole. 
Plans for most of the issues have been formulated and were 
discussed when the issue was presented. In quite a few instances, 
action has already been taken and in those instances, the action 
is reported with the issue. In addition, some general plans are 
summarized in the last section, "A Final Assessment" that are 
devoted to some overall goals for the future. 
ix 

I. DESCRIPTION OF THE SCHOOL 
UNIQUE ROLE 
To meet its educational requirements, the Navy has developed 
a unique academic institution at the Naval Postgraduate School 
(NPS) through the use of specially tailored academic p+ograms, a 
distinctive organization, and an uncommon tie-in between academic 
disciplines and naval applications. The student body consists of 
u.s. officers from all branches of military service and 
international officers from allied countries. They receive 
graduate degrees as a result of successful completion of study 
programs designed primarily to prepare them for future career 
assignments; however, degrees are awarded on the basis of the 
same academic standards that prevail at other accredited 
institutions. NPS is primarily an academic institution whose 
emphasis is on study and research programs that are relevant to 
the Navy's interests, as well as the interests of other arms of 
DOD, and that are designed to accommodate the unique requirements 
of scheduling, sequencing, and interfacing with the operational 
Navy. 
BRIEF HISTORY 
The Naval Postgraduate School is in its SOth year of 
operation. The development of a naval institution of higher 
learning, dedicated to the advanced education of commissioned 
officers, began on 9 June 1909, when the Postgraduate Department 
of the u.s. Naval Academy was established at Annapolis, Maryland. 
Ten officers made up the first class, three professors formed the 
faculty, and marine engineering was the one course of study. In 
1919, the Postgraduate Department was renamed the United States 
Naval Postgraduate School, but it still operated as a part of the 
Naval Academy. · 
With the advent of World War II, the School's activities 
increased substantially. There was a large growth in student 
enrollment, and educational programs were expanded to meet the 
evolving needs of the Navy in scientific, engineering, 
operational, and management areas. Following the end of the war, 
plans were initiated to move the School to more suitable 
facilities. · 
Between 1945 and 1948, congress established the School as a 
~ separate activity under its own Superintendent, created the 
Office of Academic Dean, and granted the Superintendent the 
authority to award the Bachelor's, Master's and Doctor's degrees. 
It also approved the purchase of over 600 acres in Monterey, 
California, which included the Del Monte Hotel site as the future 
home of the School. The Navy officially established the School 
on the West Coast on 22 December 1951. 
CURRICULAR OFFERINGS 
The School currently has 41 curricula, grouped under eleven 
curricular offices, that lead to advanced degrees.[2]. Upon 
matriculation, each student choosing to pursue one of the 
curricula is assigned to the associated curricular Office. This 
office is headed by a Commander or Captain, who is the officer to 
whom the students are immediately responsible and who advises 
them and monitors their progress. The curricular office becomes 
a focal point for academic advising, academic administration, and 
social activities. 
To assist in academic advising, each curr~culum has a 
civilian faculty member designated as the Academic Associate, who 
is assigned by one of the departments that services the 
curriculum. Together, the Curricular Officer and Academic 
Associate form a team that provides individual academic 
counseling to develop the most effective study program for each 
student based upon his/her individual capability and prior 
academic background. 
The main ingredients of each officer's program are: (1) a 
fundamental knowledge of the basic mathematical, science, and 
engineering subjects required to understand the principles 
underlying sophisticated modern developments; (2) specialized 
knowledge of developing. science and technology as pertinent to 
the subspecialty area; (3) a relation to the National security 
requirements and sound managerial and analytic requirements; and 
(4) an active experience in problem-solving techniques as applied 
in the subspecialty area through the completion of an original 
thesis which applies usually to a real Navy problem the basic 
background knowledge obtained in the course of study. 
The individual curricula are listed in Reference [2]. The 
eleven Curricular Offices that administer them are: 
- Administrative Sciences 
- Aeronautical Engineering 
- Air-Ocean Sciences 
- Antisubmarine and Electronic Warf are 
- Computer Technology 
- Electronics and Communication 
- Joint Command, control and Communications 
- National Security and Intelligence 
- Naval Engineering 
- Operations Analysis 
- Weapons Engineering 
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DEGREES CONFERRED 
Although the curricula are tailored to address Navy 
requirements, they are developed within the framework of 
classical academic degrees, meeting normal academic standards. 
Each standard curriculum leads to a Master's Degree; however, 
additional study can lead to either the Engineer's Degree, which 
is one additional year of study beyond the Master's Degree, or 
the Doctor's Degree, which includes both the Doctor of Philosophy 
and the Doctor of Engineering. 
Since its inception, over 16,000 graduate degrees have been 
awarded. The breakdown of those degrees is given in Reference 






























Every curriculum leading to a master's degree, save one, 
requires a thesis, and that one gives the choice of comprehensive 
final examinations or a thesis. Many of the students choose the 
thesis~ The thesis experience is directed toward problems 
experienced in the various military services. On the average, 56 
copies of each thesis are requested by external agencies through 
the National Technical Information System, which provides an 
indication of the value of these studies to others. 
Although the number of doctoral degrees granted at NPS is 
relatively small, the institution believes it has full ¢apability 
and-standards of the better research oriented doctoral 
universities in the country in the fields covered at the NPS. 
The small number of doctoral degrees granted is a reflection only 
of the career needs of Naval officers, and not a reflection of 
the interests or the capability of the faculty. 
STUDENT BODY 
Selection of Navy and Marine Corps officers for fully funded 
graduate education is based upon outstanding professional 
performance as an officer, promotion potential and a strong 
academic background. Unrestricted Line Officers being considered 
by statutory selection boards for promotion to Lieutenant or 
Lieutenant Conunander'are eligible for selection for graduate 
education. Each one of these boards selects a group of officers 
in' the ~pper echelons of those found professionally qualified for 
3 
promotion and long term careers, for consideration as NPS 
candidates. An academic screen is then made to determine the 
final pool of officers eligible to enter NPS. The Naval Military 
Personnel Command selects a number of officers within this pool 
for assignment to NPS based on size of Navy educational and 
operational needs. 
Officers seeking admission from other us services make 
application through the NPS Admissions Office. If undergraduate 
academic performance is acceptable, the applicant's transcripts 
are evaluated by the Academic Associate and curricular Officer 
for the curriculum requested. The Admissions Office then 
communicates the decision of acceptance or rejection, and if the 
applicant is accepted, the length of time that the specially 
tailored program will require. 
International Officers are evaluated in a similar manner, 
except that interfaces between countries are made through the 
State Department, with the Naval Office of Technology Transfer 
and Security Assistance (NOTTSA) acting as the interface between 
NPS and the State Department. 
Students are admitted in each of the four academic quarters 
in roughly equal numbers. Enrollment for the beginning of 
academic year 1989-90 in September was 1860, and during academic 
year 1988-89, 1703 officer-students were enrolled at the peak 
period, with 1673 being the Average-On-Board (AOB). The student 
body was comprised of officers from five u.s. uniformed services 
and from approximately 25 allied countries. Since approval by 
Congress in 1975, the School has enrolled a small number of 
civilian employees of the U.S. Federal Government. The 1989 AOB 
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Officers come to the School following several years of 
operational duty. Most have been promoted at least to 
Lieutenant. Their average age at time of entrance to NPS is 
about 29. Consequently, the student body is mature and 
experienced. The student must volunteer for graduate education. 
This decision is an important career commitment since this 
represents not only a period away from the opportunities for 
advancement provided by further experience in the operational 
Navy, but also a commitment for further Naval service of 
approximately two years for each year spent at NPS. Therefore, 
4 
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the students who come to NPS are highly motivated to be 
successful. 
The ethnic and sex distribution of the student body is determined 
by the over-all distribution in the Navy as modified by the act 
of volunteering. During the fall quarter 1989, the student body 
mix was 3.7 % black, 2.8 % hispanic, 3.6 % other minorities, and 
10.4 % female. 
ADMINISTRATION 
The chief officer of the Navy is the Chief of Navai 
operations (CNO). The Superintendent of the Naval Postgraduate 
School reports directly to the CNO. The CNO, with the advice of 
the Chief of Naval Personnel, is responsible for selection of the 
NPS superintendent. These two individuals serve on the G~aduated 
Education Review Board (GERB) which consists of three additional 
members: the Superintendent of NPS, the Vice-Chief of Navcil 
Operations, and a rotating representative of one of the System 
Commands of the Navy. Because of the unique nature of NPS, this 
group of officers constituted from the highest ranks of the 
Department of the Navy (DON) is the "Board of Trustees" of NPS. 
Its formal charter is in Appendix E of this report. Further 
details are in reference (3]. 
The GERB meets formally once annually to consider the state 
of graduate education in the Navy, and the state of NPS in 
particular, which constitutes about 80% of Naval formal non-
medical graduate education. In practice, the GERB members are 
frequently involved in direct decisions concerning NPS resources 
and needs. This involvement is furthered by the existence in the 
offices' of the CNO of an "Advocate" for NPS who answers directly 
to the VCNO. In this manner, the GERB members are apprised 
regularly of NPS needs and problems. 
Supporting the GERB, the NPS "Board of Trustees", is the 
Graduate.Education Review Group {GERG). The GERG is constituted 
of a much broader range of senior Naval officers, including 
representatives from the Naval "sponsors' of ~ach of the 
curricula offered at NPS. Once annually, the Superintendent 
presents to the GERG a formal report on the status of graduate 
education, with particular attention focused on NPS through a 
discussion of current issues together with concrete 
recommendations for further action. These are discussed by tne 
GERG, and the recommendations, as modified by the GERG, are 
forwarded to the GERB for final action. Part of each GERG and 
GERB is a follow-up discussion of progress and status of all 
earlier decisions for action. 
. In addition, an independent Board of Advisors, external to 
t:h~ N~vy,·appointed by the secretary of the Navy for.tw9,year 
s 
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staggered terms, convenes annually at NPS, usually for 2 days, to 
assess the effectiveness with which NPS is able to accomplish its 
mission. The Board of Advisors sends its written report to the 
Secretary of the Navy, via the Chairman of the Graduate Education 
Review Board (the CNO), giving their assessment of past 
accomplishments, future directions and current needs. The most 
recent report of the Board of Advisors is available in reference 
3. 
The chief executive officer of the School, the 
Superintendent, is a Flag Officer of the unrestricted line. He 
is responsible to the Chief of Naval Operations for all aspects 
of fully funded graduate education in the Navy, save medical, 
conducted both at NPS and at civilian universities. He is the 
final authority on almost every action at the Naval Postgraduate 
School. The Superintendent of the NPS exercises his command 
responsibility through a military organization and a civilian 
academic administration. 
The civilian academic administration is headed by the 
Provost/Academic Dean, appointed by the Secretary of the Navy for 
a five year term upon the recommendation of the Superintendent, 
assisted by a typical faculty committee. The Provost is the 
chief academic official of the school and is responsible for all 
academic matters, including those within the purview of the 
Director of Programs. 
The Director of Programs is a Captain of the unrestricted 
line, responsible to the Superintendent for all military matters 
relating to the military personnel assigned to the School, 
including military instructors, curricular officers, and military 
students. He is also responsible, through the Provost, for the 
administration of the curricular academic operations. 
The Director of Military Operations, Captain of the 
unrestricted line, is responsible to the Superintendent for base 
operations support. 
The line managers of the school form a Planning Board which 
recommends resource allocations and administrative changes to the 
Superintendent. This Board meets weekly. 
Also, the Superintendent chairs a "Superintendent's 
Operating Council" which meets weekly to keep a broader group of 
off ices informed on current and future developments which may 
have school-wide effects. It serves as a communication link 
among parts of the institution. 
RESOURCES 
Funds to support the NPS program are obtained through 
Congressional appropriations to the DoD. NPS needs are presented 
6 
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to its "claima,nt" office in the Navy Department. These are 
. merged with other requests in the claimancy, pass through Navy, 
ooo, and Presidential scrutiny before being forwarded to Congress 
as part of the President's budget. Congressional approval is 
required in both Authorization and Appropriation bills. Even 
after Congressional approval, the sums appropriated must be 
apportioned by the claimant to the original requests. It has 
been common experience that the new budget for a given fiscal 
year which begins October 1 is seldom completed by that date. 
Furthermore, the sums appearing in the final budget are rarely as 
great as those requested. 
Military construction is a separate appropriation process of 
similar complexity. A significant portion of the administrative 
time at NPS must be devoted to shepherding the various requests 
through this arcane process until it finally results in an 
executable budget, much as the time at other institutions is 
spent in obtaining funds from state sources, alumni, and 
corporate and other gifts. 
ACADEMIC STRUCTURE 
The School's academic structure, formerly consisting of two 
divisions; (1) Information and Policy science and (2) Science and 
Engineering, has been consolidated, as of 1 January 1990, from 
two divisions and two Division Deans to a single Dean of Faculty 
and Graduate Studies. · 
The Dean of Faculty and Graduate Studies, and Associate 
Deans in that office, are appointed by the superintendent, upon 
the recommendation of the Provost, and serve for three year, 
renewable terms. They constitute the academic administration 
between the Provost and the Department Chairmen. 
There are eleven academic departments, each headed by a 
Chairman and assisted by one or more Associate Chairmen. The 
Department Chairmen report to the Dean of Faculty, who at present 
has three half-time Associate Deans to assist. The Dean of 
Faculty reports to the Provost/Academic Dean. 
The academic departments and curricular off ices form a 
matrix organization. Each curriculum can draw from any of the 
eleven departments. The academic departments as now constituted 
are: 
- Administrative Sciences 
- Aeronautics and Astronautics 
-.computer Science 
- Electrical and Computer Engineering 
~ Mathematics · 
- Mechanical Engineering 
- Meteorology 
7 
- National Security Affairs 
- Oceanography 
- Operations Analysis 
- Physics 
Additionally, there are four interdisciplinary academic 
groups, whose faculty members have a dual assignment with the 
group and an academic department. They have been formed to 
respond to interdisciplinary education requirements generated by 
the services. Group chairmen report to the Dean of Faculty. The 
current groups are: 
- Antisubmarine Warf are 
- Command, Control and Communication 
- Electronic Warf are 
- Space Systems 
Faculty consist of both civilian and military members. 
Civilian faculty appointments consist of two types: (1) Permanent 
(Tenure-track) and (2) Temporary (Adjunct Teaching or Adjunct 
Research). At the start of Academic Year 1989-90, the size and 
















The faculty at NPS has its own independent organization. 
The faculty as a whole meet twice annually to hear reports of the 
administration and of faculty committees and to elect 
representatives on the Faculty Council and on a number of 
standing faculty committees. 
The representative Faculty Council meets monthly to conduct 
continuing business on behalf of the faculty. To the extent 
possible, the Superintendent and the Provost attend these monthly 
meetings, but they are not members of the Council. 
The Faculty Council selects an Executive Board which meets 
weekly or as needed to prepare Council agenda and to attend to 
business arising between Faculty Council meetings. 
8 
There, is a faculty Academic Council, with representation 
from each department or interdisciplinary group, chaired by the 
Provost. This body oversees the academic standards of the 
institution, recommends students for their respective degrees, 
adjudicates exceptional academic situations, approves PhD 
committee selection, hears reports on the PhD examinations, 
approves new curricula, degree programs, and courses. 
In addition there is a faculty Research Council, a faculty 
Computer Advisory Board, and a faculty Library Advisory Board, 
with members appointed by the Provost, to advise on these 
respective activities. 
Faculty promotion and tenure processes begin in the 
respective departments with faculty consideration of potential 
candidates, appointment of faculty committees to prepare an 
objective evaluation of the candidate to be presented to the 
Promotion Council. The latter consists of the assembled Chairs 
of departments and groups, the several Deans, and the Faculty 
Chair. The recommendation of the Promotion Council is considered 
by the Provost who makes a presentation of his recommendations to 




II. MISSION OF THE NAVAL POSTGRADUATE SCHOOL 
GRADUATE EDUCATION NEEDS OF THE NAVY 
Due to the many advanced technology systems employed by the 
Navy to carry out its mission, as well as the many special skills 
required to service such a large and complex organization, 6382 
billets are currently identified as requiring incumbents who are 
designated subspecialists, which entails graduate level education 
to prepare them to carry the responsibilities of these special 
assignments. All billets are formally reviewed every two years by 
a Subspecialty Requirements Board that adds or deletes billets to 
meet current Navy requirements. Each curriculum at the School 
is designed to provide educational skills for a subspecialty that 
meets the needs of a particular class of billets; e.g. Operations 
Analysis, communication Engineering, Aeronautical Engineering, 
computer Science, Acquisition and contract Management etc. Upon 
graduation, an officer receives a specific subspecialty designator, 
which qualifies him to serve in billets requiring that particular 
discipline. 
Because of the impact of operational requirements upon the 
availability of officers for assignment into subspecialty coded 
jobs, an inventory of Master's level educated officers is needed 
that is approximately twice the number of designated billets. 
Eighty per cent of these are educated at NPS, and the other twenty 
per cent, who are in areas such as civil engineering, religion, 
law, etc., are educated at civilian universities. 
MISSION STATEMENT 
The broad responsibility of NPS for the advanced education 
of naval officers to qualify them for subspecialty billets is 
reflected in its stated mission quoted in the Faculty Handbook 
[4]. 
"To conduct and direct the advanced education of 
commissioned officers, and to provide such other technical and 
professional instruction as may be prescribed to meet the needs 
of the Naval Service, and in support of the foregoing: to foster 
and encourage a program of research in order to sustain academic 
excellence." 
POLICY STATEMENT BY THE SECRETARY OF THE NAVY (SECNAV). 
By way of amplification upon the mission of the Naval 
Postgraduate' School, the Secretary of the Navy has issued the 
following statement, [5) which has been, excerpted from SECNAV 
INSTRUCTION 1524, May 23, 1986: 
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"The Naval Postgraduate School exists for the sole purpose 
of increasing the combat effectiveness of the Navy and Marine 
Corps. It accomplishes this by providing post-baccalaureate 
degree programs in a variety of subspecialty areas not available 
through other educational institutions. The NPS also supports 
the Department of the Navy through the continuing programs of 
high-level naval and maritime research and through maintenance of 
an expert faculty capable of working in, or as advisors to, 
operational commands, laboratories, systems commands, and 
headquarters activities of the Navy and Marine Corps. 
"The contributions of a degree granting Naval Postgraduate 
School to the combat effectiveness of the Navy and the Marine 
Corps reflect: 
* Its ability to develop and offer unique curricula; 
e.g., antisubmarine warfare; command, control and 
communications; maritime strategy, etc. which are 
unavailable elsewhere ••• 
* Its flexibility in tailoring general educational 
subjects to the particular interest of the military ••• 
* Its ability to meet Department of the Navy requirements 
rapidly and effectively, by creating and adapting 
relevant programs, and terminating obsolete programs. 
* The benefits of bringing together officers from four 
services (and twenty five foreign countries) ••• 
* The cultivation of a unique pool of specialized faculty 
whose expertise is particularly relevant to the 
military. 
POLICY STATEMENT BY THE CHIEF OF NAVAL OPERATIONS (CNO). 
The Chief of Naval Operations has issued a formal policy 
statement [5] to clarify for all Navy personnel the role played 
by the institution in assisting the Navy in carrying out its 
mission. Excerpts of the policy statement follow: 
"Because we face ever increasing complexities in 
technological managerial, and political/economic fields which 
affect the Navy, we need officers with a solid intellectual 
capacity and the vision to capitalize on evolving technology and 
developments. This requires officers capable of original thought 
and the capacity to synthesize broad areas of knowledge, analyze 
complex issues, and appreciate the distinction between what is 
theoretically possible and what is actually achievable. 
Investment in graduate education must be pursued as a priority, 
12 
even in the face of fiscal austerity and competing demands for 
our junior officers. 
"The fully funded graduate education programs are intended 
primarily for lieutenants and lieutenant commanders who have 
demonstrated superior professional performance and the 
intellectual capability to complete a rigorous academic program. 
The academic programs are designed to equip officers with 
enhanced intellectual and analytical capacity and make them more 
skillful warriors and specialists. Our goal is to achieve twenty 
percent of the officer corps with a graduate level subspecialty. 
"'l'he intention of graduate education is to prepare an 
officer for a long career of contributions; therefore, the 
tendency to train officers for their next assignment must be 
balanced by graduate education, which furthers their ability to 
contribute •••• " 
INSTITUTIONAL GOALS 
To meet the objectives outlined apove, NPS strives to 
sustain excellence in the quality of its instructional programs, 
be responsive to technological change and innovation in the Navy, 
and prepare officers to introduce and ~tilize future 
techno1ogies. In pursuit thereof, the following educational 
goals of the School were adopted many years ago and are published 
in the FAculty Handbook [4]. 
* Sustain intense efforts to provide the best education 
possible to the students of the Naval Postgradu~te 
School and build a progressively better environment 
where faculty can work at the frontiers of knowledge 
and come together with their students in search of · 
understanding and professional excellence. 
* Nurture in students a demand for rigor in thougnt and 
mental discipline in their work, which will re~ain with 
them in future assignments as a hallmark of their 
pursuit of excellence while at NPS. 
* Enhance continually the contribution of the academic 
programs to the Navy and the Department of Defense. 
* Recruit and retain faculty, who, by their scholarship 
and fresh viewpoint, bring stimulating presentations to 
the classroom, vigor to the laboratory and, through 
their research, sustain a program of academic 




III. THE INSTITUTION 
CURRENT STATUS 
student enrollments at the School have shown constant growth 
through the ten year period from 1977 to 1987 (See 7th Report to 
the GERG, Reference ( 6]) . During this time the enrollment 
increased from approximately 900 to over 1800. This expansion has 
been managed without change in the physical plant, which is sized 
for approximately 1200. 
With carefully structured starting and transition programs, 
96% of the students are able to complete their study programs 
· successfully and qualify in a subspecialty area (See 7th Report to 
the GERG, Reference [6]). This is accomplished in spite of the 
fact that 46% of the students pursue graduate degrees in areas 
different from their undergraduate work because of Navy needs for 
technically educated officers.in particular areas. Not only are 
they successful while at NPS, but the careers of the students are 
enhanced both in length and in accomplishments. Currently, 78% of 
the Navy graduates are still in the Navy at the 20 year mark, and 
approximately half of those currently holding the rank of Rear 
Admiral, or above, are NPS graduates. · 
In a poll taken of graduates for this self study (Appendix F), 
alumni were overwhelmingly pleased with their stay at NPS, and they 
voiced in free-form comments over and over again their satisfaction 
with their education. Overall, 198 of 209 either agreed, or 
strongly agreed, that they received the education that they came 
to NPS to acquire. Further, 193 of 209 were pleased with the 
quality of instruction, and 191 of 209 felt that they acquired 
permanent skills, such as enhanced ability to reason, deduce, 
critically evaluate, etc. 
Even though the majority of students, faculty, staff and 
adminiE:;tration .feel a general satisfaction that .the Naval 
Postgraduate School is fulfilling its mission to educate military 
officers efficiently and effectively to meet the technical 
subspecialty requirements of th.e Navy, there remain significant and 
important issues which have bee.n brought to light through the self 
assessments. 
ASSESSMENT MECHANISMS 
Each summer the administration conducts an assessment of the 
status of the institution as it prepares the annual report for the 
GERB [6], which is delivered before the Board by the Superintendent 
each Fall. This yearly assessment, which represents an internal 
perspective, conveys to the Board the concerns of ·the local 
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leadership and solicits the support of the Board in strengthening 
and improving the institution. 
Six months later the administration updates its assessment and 
reviews its substantive issues for the Board of Advisors, which 
meets in the Spring. Their role is to bring their experience and 
knowledge of the Navy and the Federal Government to bear in 
resolving current problems. A report of its recommendations is 
made to the Secretary of the Navy via the Chief of Naval Operations 
and a copy of the last report is contained in Reference [6]. These 
two annual events examine the institution as a whole and produce 
a mechanism, which is built into the operations of the School, for 
regular, meaningful review and evaluation by top level management. 
Biennially, NPS goes through a self assessment to review long 
term requirements and update plans that have budgetary 
ramifications. There results a Program Objectives Memorandum (POM) 
and a six year budget plan, which projects future needs in the 
areas of labor, operating funds and special equipment funds. The 
POM for 1992 was submitted in August of 1989; thus, the planning 
must be laid for execution beginning approximately 2 1/2 years 
-later and extending six further years into the future. Detailed 
projections of additional resource requirements for new programs, 
improvements, etc. are developed from a careful analysis of major 
needs for institutional improvement. The plan is carefully 
scrutinized at many levels through the Navy and DoD before it is 
finally approved and included in the President's budget and 
ultimately passed by the Congress. 
Other studies are performed as they are precipitated by 
situations that need attention. Ad hoc committees often have been 
formed to address specific issues. Several have been appointed by 
the Faculty Council; while others have been chartered· by the 
administration. In addition, student theses have on occasion been 
directed to the consideration of NPS issues, and the internal 
expertise of faculty and students have been focused on problems of 
interest and generated useful studies. 
MAJOR RESOURCE ISSUES 
A number of resource issues of high priority have emerged from 
the annual assessment processes mention~d above: (1) Staff and 
Faculty Size, (2) Staff and Faculty Salaries, and (3) Physical 
Space. These issues are of increasing concern as their impacts 
become more evident. They have become a major part of the program 
request for FY92 and beyond, the so-called POM-92. An abbreviated 
version of the POM-92 is included in Appendix D, and the complete 
POM-92 as submitted is contained in Reference [6]. 
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o Faculty Size 
over the past decade the per student support resources 
in terms of faculty, staff, and dollars allocated to instruction 
have decreased, making it more difficult to execute the school's. 
advanced education mission. The impact has been directly 
demonstrated by a steady rise in the size of the average class and 
by a significant increase in the percentage of large-sized classes. 
Two trends are disconcerting: (1) a 20% increase in the average 
class sizes from 1980 to 1989; and (2) an increase in the number 
of classes having greater than 30 students from 3% to over 10% in 
the same period. The impact of larger classes on the quality of 
instruction has been a concern of everyone from the faculty to the 
Superintendent. As a consequence, the Faculty Council commissioned 
a study of the issue, which addressed path cause and effect. A 
report of the study and recommendations is included in its entirety 
in Appendix G. Although the recommendations are very largely for 
future action by the Faculty Council itself, the NPS administration 
has been addressing these same issues through the POM process. 
These changes also have meant increased faculty workload 
and less faculty opportunity for developing and delivering courses. 
To relieve this situation and meet projected student growth, 
additi9nal support is required for the school's academic personnel 
b.ase. Since the late seventies, the student-to-faculty ratio at 
NPS has increased from 6.1 to 8.1, a 33% increase in the number of 
students per budgeted faculty man-year of instruction. There are 
other quality technical graduate schools that have student-to-
facul ty ratios as low as 3. Q to 6. O. This ratio is strongly 
dependent upon the type of curricula being offered, whether the 
program is Undergraduate Or graduate, etc. I but it is cl basic 
factor that influences the quality of graduate education. , 
. The beginning of a process to improve faculty/student 
ratios and t,o permit more faculty time for course and curriculum 
and self development was submitted to DON in September 1987. The 
program is being implemented beginning with the current FY90 
budget, and includes an increase of 25 faculty FTE, about half 
funded in FY90 and half to be funded in FY91. 
In response to this on-going self-assessment and other 
regular assessment activities, further expansion in faculty size 
has been requested in POM 92 submitted in September 1989. In an 
effort to be realistic about the federal funding picture, the 
future :faculty request has been scaled to achieve an overall 
stµdent-to-faculty ratio of 7. 5 by FY96 if the program is approved. 
This ratio was approximately that experienced by NPS in FY80. From 
Figure 10 of Appendix G, the average class size would drop to ab.out 
15, (ind the number of large classes with numbers. greatef.;than 30 
would be approximately 3% of the total classes taught. Altpough, 
ideally the facµlty should be in place by FY92, the projected rate 
of growth of faculty accessions has been restricted · to reflect 
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NPS's historical capacity to recruit new faculty and replace losses 
due to retirements and resignations. 
o Staff Size 
A faculty increase requires a balanced growth in the 
support staff to provide laboratory, classroom, and administrative 
support. Currently, the NPS staff-to-faculty academic support 
ratio is 1.5. This results in excess and inappropriate work being 
performed by the faculty. It is also low in comparison to similar 
departments in other institutions with which NPS competes with for 
faculty. For example, a 1980 survey of 268 universities indicated 
that the least affluent 1/5th of them had an average staff per 
faculty ratio of 2.8 with the most affluent 1/5th having a ratio 
of 4. 4. In building the staff requirements for POM 92, a 
conservative ratio of 2. o has been requested. support staff 
projected growth is requested to phase in to meet faculty projected 
growth, as well as the time sequencing of the NPS building 
construction plan. 
Major additions to real property at NPS have not been 
accompanied by corresponding growth in the station's Public Works 
force. Scheduled major construction in FY90 and 92 will further 
exacerbate the Public Works Department's ability to perform 
maintenance and repairs to critical systems and to support the 
academic mission of the school adequately. The following 
projections have been submitted for total faculty and staff 
increases in all areas: 
FY 
92 93 il 95 96 97 
FACULTY 26 26 50 50 52 52 
MILITARY FACULTY 10 10 10 10 10 10 
LAB TECHNICIANS 28 28 74 74 95 95 
{GS-9 to 12) 
ADMINISTRATIVE SUPPORT 23 23 29 29 34 34 
PUBLIC WORKS 95 100 106 109 112 118 
TOTAL 182 187 269 272 303 309 
o Faculty Salary 
Recruiting and retaining qualified graduate-level faculty 
is essential to the mission of the School and constitutes an issue 
of central importance. Since 1980, faculty salaries nationwide 
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have increased an average of 4-5% above the inflation rate. A 
Faculty Council study on faculty salary has shown in graphic detail 
the erosion of NPS salaries by comparison to other academic 
institutions. The study addresses the institution as a whole, as 
well as individual disciplines. The entire study is contained in 
Appendix H. 
over the next ten years there will be increasing 
competition nationwide for a decreasing supply of qualified 
faculty. The School will be competing with both state and private 
universities which pay significantly higher salaries than· the 
Federal Government for technical faculty. Funding increases in 
POM-92 were proposed to increase faculty pay. The three aspects 
addressed there were: 
New Faculty Hires 
National average salaries for new faculty can 
conservatively be expected to grow annually by 5% above inflation 
over the next decade as a result of unfavorable supply of new PhD's 
compared to national academic and industrial employment demands. 
In addition, the cost of housing in the Monterey area is among the 
highest in the nation. In order to compete successfully in the 
difficult faculty recruiting environment of the 1990's, POM-92 
includes salary increments for new faculty hires. This would 
provide new faculty members with a salary that would allow them to 
qualify mote easily for a home loan in the local housing market~ 
This ac:counted for about 49% of the requested annual (Labor) funds 
over the POM years. 
~ on-Board Faculty Pay Inversions 
As newly hired faculty salaries increase, provisions 
must be· in place to permit selective on-board faculty salaries to 
rise at a rate 5% above inflation to prevent salary inversions. 
The request in POM-92 to cover these pay inversions accounted for 
about 38% of the requested annual O&MN (Labor) funds over the POM 
years. 
- Federal Pay Cap 
several initiatives are presently underway that 
propose to provide legislative relief from the current level of 
capped salaries for faculty. The POM-92 request assumed success 
in raising the cap and requested resources to permit an· i,qi tial pay 
increase for those faculty currently at salary steps abov~ t:he . pay-
cap. It also funded.continued 5% annual increases above·intlation 
/ .. for this segment of faculty through the remainder of the ·PON years. 
This accounted for about 13% of the requested annual (Labor) funds 
over the POM years. · · · 
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o Staff Salary 
Attracting and retaining qualified support staff is 
increasingly difficult because of competing salaries in the state 
and local economies. NPS has experienced an unusually high 26% 
turn-over of support personnel in recent years. This compares to 
an expected normal turn-over of 9 to 13%. The result has been a 
drain on the experienced support base of the School, with attendant 
inefficiencies and high costs for faculty and supervisors of 
continuous training of new employees. In order to reverse this 
trend and stay competitive in the hiring marketplace over the next 
decade, NPS has requested program support to raise the pay 
structure of its staff employees. 
o Physical Space 
The Naval Postgraduate School has planned an ambitious 
program of building construction to improve classroom, laboratory, 
administrative, and support facilities. Improvements range from 
current replacement of the School's steam lines to multistory 
academic and laboratory facilities. Fiscal Year 1990 includes the 
beginning of construction of a new 108, ooo square foot, three 
story, academic building that will house the Math, Operations 
Research and National Security Affairs Departments. It will 
contain two 300 seat lecture halls, ~tudent study space, classrooms 
and laboratory facilities. Construction will also begin on a new 
Child Development Center to care for the children of the station's 
working military and civilian population. Further construction in 
Fiscal Year 1990 will include a 45,000 square foot extension of 
the Dudley Knox Library that will provide additional classified 
storage and study areas in addition to the greatly expanded 
unclassified spaces for information materials and study spaces. 
In Fiscal Year 1991, the School has requested 
construction funds to reinforce the structure and expand the 
seating capacity of King Hall, which is the 1000 seat auditorium. 
Seating capacity is to be expanded to 1400, and the building 
structurally reenforced to meet today's seismic standards. 
A 1992 project would consolidate and house the Mechanical 
Engineering Department in a new 67,000 square foot, three story 
building next to Bullard and Halligan Halls; and in 1993, several 
laboratory facilities in Spanagel Hall are requested to be 
upgraded, expanded, and modernized. Other Military Construction 
projects are planned to upgrade the quality of life and contribute 
to the pursuit of excellence for NPS. 
Projects scheduled for the out years are listed in the 
following table and include an administrative building and a 
gymnasium. Through an aggressive building program for all areas 
Of the campus, NPS hopes to be better prepared to maintain its 
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MILITARY CONSTRUCTION REQUESTS 
Library Expansion 
Academic Instruction Building 
Meteorological Building Addition 
Child Care center-
Public Works Complex 
King Hall Auditorium Expansion 
Engineering Building 
Supply Warehouse 
Alteration of Spanagel Hall 
Tennant & Academic Support Building 
Fire station 
Academic Instruction Building 
Gymnasium 
Religious Education Center 
ORGANIZATIONAL ISSUES 
~dministrative staffing at NPS is very thin with almost no 
organizational depth. The division of the academic departments 
into two relatively artificial groupings has hindered interactions 
between natural related enterprises. This organization and 
staffing accentuated a "we the faculty" versus "they the 
administration". There is a natural "two culture" problem already 
present between the very different administrative styles of 
academia and the military. All of this suggested that changes 
could be made to overcome these problems. 
It has therefore just been announced that the two divisions 
will b~ united under a single Dean of Faculty beginning 1 January 
1990. In order to make that position manageable, addition 
half-time associate deans will be appointed to provide an "Off ice 
of the Dean" responsive to Departmental needs and at the same time 
involving more faculty in administration. In time, such a system 
will provide a cadre of faculty in departments who have served as 
associate deans, who have demonstrated skills for future 
assignments, and who have knowledge of how and why decisions are 
made and how to "get things done". 
The growing connection between computational needs, 
information resource needs, and management use of computing 
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facilities has dictated a more coordinated approach to computer and 
information services. A new Director has just been appointed to 
encompass these facilities, to whom the Computing Center Director, 
the librarian, and the MIS Director report. With its highly 
technologically oriented focus, its interest and knowledge of 
computers, and its highly organized focus, NPS should become a 
leader in these capabilities in the decades ahead. 
The broad base of research support throughout DoD and even 
beyond requires more attention in the future to guiding these 
relationships, to maintaining close connections with the Navy Labs, 
and to foreseeing technological changes and innovations to which 
NPS should be responding faster than it now does. The 
administration has consulted a faculty committee to aid in the 
selection of a Dean of Research for appointment by July, 1990 to 
supply the needed research focus and attention. 
At the same time, the critically important role that high 
quality instruction has played at NPS must not be lost from view. 
The great success in enabling students to reach almost unattainable 
goals is the result of careful attention to instruction over the 
years. It is intended to strengthen the academic attention to 
instruction by creating an office dedicated to instruction and the 
curriculum development process. Curriculum development requires 
close interaction between the military sponsor of each curriculum, 
who defines the approved Military Educational Requirements, and the 
curriculum faculty, frequently an interdisciplinary faculty group 
that has not been well organized in the past, al though their 
interests have been very ably represented by an Academic Associate. 
This function deserves new high administrative level leadership in 
the form of a Dean of Instruction, answering to the Provost in this 
academic function. More institutional review will be made of the 
duties and mission of this position before proceeding with the 
change. Action will proceed in two phases. First, a committee has 
been appointed to advise on the structure and division of 
responsibilities; and second, a search committee will be named to 
advise on the selection of the individual to lead the effort no 
later than the end of 1990. 
Two supporting organizations are important for the future. 
NPS already has under development a Mission Budget Office to 
provide budgetary information, goals, and controls to the various 
mission budgetary uni ts. This is a necessary precursor to the very 
important long range plan of giving more budgetary authority and 
accountability to the individual academic units. The Mission 
Budget Office is already in operation, and it plans to have new, 
more discretionary budget formats in place for Departments for the 
next fiscal year budgets. 
A second office, an Office of Institutional Research, will 
collect and analyze data about the Institution itself and keep 
abreast of the data that are required on many occasions from the 
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Congress, Office of the Secretary of Defense, etc. There is a 
great need for more reliable and available information so that NPS 
can improve its own capabilities in full knowledge of their 
effects. It is expected to staff this office from the personnel 
increases already budgeted for FY90 and FY91. 
ACADEMIC ISSUES 
A variety of issues have surfaced during this period of self-
assessment which need further discussion and action. some of these 
concerns and ideas are already in progress; others will await the 
changes in organization which have just occurred or are in 
progress. 
o Course Emphasis 
student curricula have been designed with four points of 
emphasis: 1) bringing students "up-to-speed" in studies after a 
number of years away from academic life; 2) changing undergraduate 
majors from less technical to more technical and analytical 
disciplines. Almost half the students are required to make a 
change in major; 3) graduate courses to complete the requirements 
for the relevant master's degree; and 4) meeting specific military 
education requirements, usually beyond those needed for a master's 
degree as specified by the operational Navy "sponsor" of the given 
program of study. The combination of these difficult requirements 
plus the nat.ural tendency of faculty to add even more subjects to 
particular courses, and to add new courses, has led to study 
programs that are so course intensive as to leave little 
opportunity for reflection and thought that should be part and 
parcel Of any graduate curriculum. · 
The Physics Department is already undertaking a review of its 
curricula with the goal of diminishing moderately this course load. 
The new off ice of the Dean of Instruction is expected to encourage 
further moves in this direction in other curricula. 
o Thesis Emphasis 
currently most curricula allow three to four "course s.lots 11 
for the master's thesis during the last two or three quarters of 
a given program. There results too little attention to the thesis, 
and too little learning transfer from advanced students to 
beginning students, an important component of graduate education. 
Following the award of the degree, the career path of most 
grad:uates requires an operational tour in their warfare specialty. 
It is some years later that most of them have a shor~ billet that 
util"izes their new subspecial ty acquired at NPS. By then they will 
encounter technology not covered in course material, and the 
process of problem-solving, learned through doing a thesis, assumes 
an ever greater importance. 
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It is proposed that thesis emphasis be increased, that the 
thesis research be begun during the first year of study, in part 
with the support of more experienced students, and that a larger 
part of the total program be devoted to the thesis. This is a 
significant cultural change, and implementation overnight is 
neither to be expected nor desired. On the other hand, it is 
proposed that such opportunities be permitted to the better 
students in the near future while the respective faculty groups are 
able to debate the mechanisms and merits of this increased 
emphasis. 
o Faculty Course Overload 
At NPS, a full-time-equivalent teaching assignment is regarded 
as 33 quarter hours per academic year (3 quarters). Of course, 
most faculty reduce this requirement through their involvement in 
their own research and through work with individual thesis 
students. Even so, the typical remaining course assignment is 
considerably higher than in the better research-oriented graduate 
university departments. The changes suggested above in student 
loads have a corresponding effect on faculty by reducing their 
formal course assignments relative to thesis and research 
activities. 
o Faculty Development Time 
Faculty are so busy that little time is available for 
developing new course materials and for getting acquainted with 
Navy problems so that the latter become course and thesis subjects. 
The FY90 budget includes some faculty time for development, and 
this must be monitored carefully to be sure it is used for that 
important purpose. 
o Interdisciplinary Programs 
NPS as an educational institution is unique in that its 
students do not belong to departments, but rather to curricula. 
In four cases, these curricula are so broadly diverse that 
departmental course and faculty involvements are spread over a 
number of academic uni ts. NPS has been able to sustain these 
interdisciplinary programs with high academic standards unusually 
well. Nevertheless, the efforts on interdisciplinary programs 
require constant attention. Faculty incentives to participate in 
interdisciplinary activities need to be increased. The new 
budgeting process will permit additional part-time appointments 




IV. ACADEMIC PROGRAMS 
CURRENT STATUS 
Academic programs at NPS are tailored to the needs of the 
military services, especially the Navy, while being conducted in 
accordance with accepted academic standards in terms of meeting 
degree requirements. The role of the graduate is clearly 
specified, and the type of work that he/she will be doing is known 
in advance. Students admitted to study at NPS have been out of 
school for six years on the average, and because nearly half of 
them are changing majors, much care is given to designing study 
programs that will accommodate these needs. 
o Entry Programs 
There are three avenues of entrance to NPS: (1) direct 
entry into the curriculum of choice, having all prerequisites; (2) 
entry via Refresher, which is a six week, ungraded period of 
refreshing courses in basic math, physics, computer science, etc. 
that were taken previously in the student's undergraduate program; 
and ( 3) indirect entry via Engineering Science, which is a 
preparatory curriculum primarily for students pursuing technical 
programs who have not had all the undergraduate prerequisites to 
pursue such a program. It is one or two quarters in length, 
depending upon the needs of the student, and devoted to 
engineering, physics, math, and computer science courses that a 
student would normally have taken in the first two years of 
engineering school. 
·. . A task group evaluation of these transition prog:tt~ms [7] 
has concluded that the .students arc:: well served by th-=:m, Pit'-•par~ng 
them well for their designated curriculum, while allowing tn .. • time 
to adjust to the rigors of full time study. Although it'is not 
required that direct entry students take refresher, it will 
continue to be a strong recommendation that all students in the 
technical curricula be assigned refresher if it is at all possible; 
however, admission policies on this issue will have to remain 
flexible because of those officer communities with strong 
constraints on reporting and detachment dates. Each will continue 
to be handled on a case by case basis. 
o curricula 
A major strength of the NPS. program is the degree to 
which individual faculty, and consequently courses and curricula, 
have been able simultaneously to accommodate to the dual demands 
of traditional academic course work and the need for Navy /DOD 
relevance. Many of the faculty with strong, traditional, academic 
reputations are also extremely active in DOD-related research. NPS 
maintains close interaction with and feedback from the "end-user" 
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of its graduates. Every curriculum contains unique, but 
academically sound, elements not found at civilian institutions. 
The curriculum review process at NPS and the degree of direct 
accountability to the end users of our students provided by that 
process is one of the principal strengths of the institution. 
At NPS there is virtually a universal requirement for a 
Master's thesis. The thesis requires the student to integrate and 
apply several academic course skills to an open-ended, unstructured 
problem. This experience is very important in the education 
process at NPS, since much of the class work is quite structured 
and since most of the graduates will not become actual 
practitioners of the fields in which they are being educated. 
Because the students often choose Navy-related problems, theses 
also serve as a powerful mechanism to increase faculty exposure to 
such problems. 
A major strength common to all curricula is their 
exceptional breadth. This breadth is due to the aforementioned 
need to balance traditional academic subjects with the applications 
requirements of the curricular sponsors. In order to provide this 
breadth, as well as fill in needed foundation material, the 
duration of the study program is six to nine quarters. This is 
three to six quarters longer than the norm for Master's level 
studies. The results are graduates with, generally, far richer 
backgrounds than most other terminal masters degree holders. This 
breadth does have some cost in terms of generally heavier student 
course loading. 
o curricula Management 
In addition to a biennial review of each curriculum, 
curriculum management is a continuous process which is handled by 
the curricular officer and the academic associate. By incor-
porating on-going inputs from sponsors, students, and faculty, and 
making minor modifications in the curricula as day to day bu$iness 
proceeds, curricula are in a perpetual state of updating. To keep 
the curricula current, all faculty are encouraged to feed the 
latest in their research fields, and in modern technology 
developments in general, into their courses. Research support on 
Navy problems at NPS is through direct funding and through Navy 
reimbursable funding. This research lends itself, in many 
instances, to infusion into classroom presentations. Sufficient 
budgetary support has been sought to allow faculty to spend time 
visiting DON/DOD shore and sea activities as an ongoing part of new 
faculty orientation. This enables the faculty to become very 
familiar with the students' operational work place and environment. 
Such visits and the resultant course changes make the curricula 
more ~eaningful and more relevant for them. 
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o Academic Departments 
There are eleven academic departments and four 
interdisciplinary academic groups. All departments and groups are 
mature, of high quality, and are contributing to the successful 
execution of the School's mission. Faculty publish regularly in 
scholarly journals, serve as editors and on the editorial boards 
of such journals, have received "best paper" awards, and have been 
elected fellows in. their societies. Many have published widely-
used textbooks and are recognized by being asked to serve as 
speakers, referees, etc .. There is also strong activity among the 
faculty in their professional societies: offices, advisory boards, 
conference/workshop organization, etc •• 
o Quality of Instruction 
The effectiveness of implementing a well designed 
academic program rests with the quality of instruction. 
Significant effort is expended by the faculty to develop and 
maintain instruction of the highest quality, and the general 
outlook that prevails throughout the faculty and the administration 
is that NPS should be as good at instruction as anybody in the 
world. 
- Assessment by student Opinion 
Uniforiqly throughout all departments, each course 
is reviewed by the students via the completion of a Student Qpinion 
Form (SOF). A sample of the form is included in Appendix ft' The 
input is obtained from each student the last week of instruction 
of each quarter. The data are processed by computer to provide a 
summary of the ratings on each question asked. That summary is 
provided to the instructor, along with the forms filled out.by the 
student, which have free form comments for the instructor. (Only 
the instructor sees these.) The summary is also supplied to the 
Department Chairman. 
studies by the academic departments of sanitized 
data obtained from the students in this way indicate that the 
quality of instruction is deemed to be quite good by the students, 
who are very frank and open in their criticism. Each department 
tracks its own average performance measured in this way, providing 
a means for each faculty member to calibrate his\her own SOF 
responses against the department ratings as a whole and a means for 
evaluating his/her own success in teaching. 
-.+989 Student and Alumni Survey 
A student and alumni questionnaire was developed by 
the student self study group (Appendix F) to obtain input from the 
\lSers about their education at NPS and about the quality of 
instruction. A copy of the survey form, the aggreg~te responses 
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to it, and a statistical summary of the responses are included in 
Appendix F. Two hundred nine alumni returned the questionnaire for 
a response rate of 42%, and 394 students gave their opinions, for 
a response rate of 95%. 
As would be expected from any survey, there is a 
wide variety of opinion concerning each question area; however, the 
results of the survey indicate that, in the aggregate, the student 
body and alumni are very satisfied with their NPS education. 
Alumni responded more positively to all the questions about the 
school than did the current students, indicating that the education 
is perceived to be of increasing value as the officer proceeds 
through his/her career. Free form comments by the respondents 
seemed to indicate that teaching quality was very good, but when 
it was bad, it was very bad. The distribution seemed to be 
definitely bimodal, with the population in the unacceptable class 
being small compared to the rest, but unfortunately, not 
insignificant. 
Eighty two percent of the respondents were pleased 
with the education that they received, while 11% were neutral about 
it, leaving 7% unhappy. Seventy nine percent felt that they had 
acquired enhanced powers of reason, deduction, etc. which will 
serve them permanently, while 5% felt that they did not. On the 
issue of quality of instruction, 75% were pleased and 7% were 
unhappy overall. Statistical summaries of all of the questions, 
as well as free form comments by the students and alumni are 
contained in Reference (7]. 
- Departmental Assessments of Instruction 
All departments have developed methods for 
evaluating instruction so that it might be improved where needed, 
and that the results might be used to reward those who do it well• 
Descriptions of each department's method is contained in Reference 
(8]. Although one or two departments have pursued this subject 
vigorously and are pro-actively attempting to make the quality of 
instruction as high as they possibly can, it is an area of effort 
that this study has focused upon as needing additional attention 
and better coordination in the future through a centralized 
mechanism. For this purpose, a position of Dean of Instruction 
will be established by the end of 1990. 
- Improving Instruction 
For several years the School has been running an 
Advanced Instruction Seminar each quarter to improve instruction. 
This is a small seminar of eight faculty, which allows a free 
exchange of discussion on the methods and mechanics of instruction. 
outstanding teachers lead the discussion and serve as advisors to 
those in the seminar by providing improvement suggestions. 
Videotaping sessions are scheduled for each member of the seminar 
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after the seminar has concluded, and the group works togetht!r on 
making positive suggestions for change. Results of the selllinar 
have been very successful in raising the SOF results of many ot the 
participants. 
ASSESSMENT MECHANISMS 
There are 41 separate curricula taught at the Postgraduate 
School that lead to graduate degrees. Each of these curricula was 
developed in response to military education requirements that were 
drafted by Navy organizations that use the graduates. These skill 
requirements have evolved over the years as NPS graduates were 
assigned to the technical jobs for which they were educated. Their 
performance in and preparation for these jobs was evaluated by 
supervisors and the information fed to senior levels of command 
within the organizations. Every two years on a staggered basis, 
the organization commanders, or their designated representatives, 
visit NPS for curricular reviews. Preparations for this review are 
made both by the user and by NPS. Issues from both parties are 
raised and discussed, and action items to alter and improve the 
curriculum, or anything related to it, are agreed upon. This 
review involves both military and academic representative~, with 
all parties striving to maintain an appropriate balam;:e, f.)etween 
user needs for more coverage, student workload and time aw•Y from 
the fleet in school and academic soundness of the study program. 
The three engineering academic departments are systematically 
reviewed by the Accrediting Board for Engineering and Technology 
(ABET) on a regular basis. Preparations for these visits, which 
have occurred every six years, involve written self assessment 
reports (9,10). The most recent visit by ABET was November 1989. 
The eight Administrative sciences curricula are reviewed by 
the National Association of Schools of Public Affairs and 
,Administration (NASPAA) every seven years. A self evaluation by 
the Administrative Science Department is made in preparation for 
this visit. The next visit is scheduled for 1993. 
As a part of the present self study, each academic department 
prepared a special introspective report [9,10,11,12), and the four 
interdisciplinary academic groups· prepared a joint report [3 J. 
Furthermore, each of the eleven curricular offices prepared a 
report (13). A summary of those reports is contained in Appendix 
I. These self-study reports formed a significant input to the POM-
92 priority program plan (Appendix D) . · 
ISSUES 
A brief synopsis of each department self study will now be 
given, focusing on major initiatives of the recent past and those 
plcinned. 
o Aeronautical and Astronautical Engineering. 
Major initiatives completed or in progress are: 
the addition of Astronautics to the program, 
formation of the NPS/NASA institute, 
addition of the Test Pilot School program, 
addition of a CAD/CAE laboratory, 
additional wind tunnel research programs. 
A Master of Science degree in Astronautical Engineering 
will be awarded beginning December 1989. The department name has 
been changed to include Astronautics, new faculty have been hired, 
and new courses have been put on-line to meet the needs of the 
students in the space curricula. 
A new joint, cooperative venture has been undertaken with 
NASA Ames in the form of an Aeronautics Institute. It focuses on 
instruction and research in computational and experimental fluid 
dynamics. This mutual venture implements an interchange of 
professional staff, joint research projects, sharing of facilities, 
combined seminars, etc. Two classes per year are taught jointly 
between the two facilities. 
Each year 10 officers from 200 applicants are admitted 
to the NPS/TPS (Test Pilot School) Coop Program. They attend NPS 
for a four quarter accelerated curriculum in aeronautics, followed 
by an 11 month stay at TPS, where they undergo a combination of 
course...;work and flight test and evaluation training. Upon 
completion of the work at TPS, they receive a Master of Science in 
Aeronautical Engineering from NPS. Their follow-on assignment is 
as a test pilot at the Naval Air Test Ceriter at Patuxan~ River, 
Maryland. 
A 32-bit Computer Aided Design/Computer Aided Engineering 
(CAD/CAE) facility has been installed and is being used for 
research and instruction. New courses are in session which make 
use of this capability, and CAD techniques will be incorporated 
into several of the existing design courses. Full integration of 
CAD/CAE into the curricula is expected to take two years. 
A 5x5xl2 foot test section flow visualization wind tunnel 
has been upgraded so that it can be used to study interacting flow 
fields resulting from the ship-helicopter interface. The Navy has 
major problems with helicopter landings on ships, and this research 
is providing the basic information for solving this problem. 
o Electrical and Computer Engineering 
/ 
Major initiatives are: 
addition of a CAD/CAE laboratory, 




upgrade computer engineering, 
upgrade the controls laboratory, 
upgrade the radar laboratory. 
Due to the rapid pace of advancement in electrical and 
computer engineering, there is a continual need to introduce new 
topics into the curriculum. For example, electrical engineers find 
it necessary to develop designs to be implemented in VLSI with 
increasing frequency. Since the design media (e.g. silicon) and 
tools (e.g. computer-aided design) are significantly different from 
those of even the recent past, significant changes are needed in 
the department's curricula. The VLSI Lab has been established, 
including work stations and design/simulation software. 
The rapid pace of electrical and computer engineering 
technology · has made obsolete some of the in-house laboratory 
equipment. Major upgrades have been made in the RF/radar 
laboratory and in the computer laboratory. Also, a VAX 11/785 
computer, a local area network, image processing equipment, a set 
of modern communications equipment, and fiber optic test 
instrumentation have been purchased. 
A continuing effort is underway to build up the 
Department in instruction and research in computer engineering. 
This includes continual equipment upgrades, and the recruiting of 
faculty in this area. Unfortunately, there is a shortage of 
faculty candidates in this area and we anticipate that it will take 
at least three years to obtain the needed three additional people. 
The controls laboratory is being upgraded to allow 
computer controlled instruments in addition to analog devices in 
the loop. The upgrade project will last two years and much of the 
needed equipment will be purchased in FY90. 
Much of the radar and RF instruction at NPS is done on 
military hardware. The most modern equipment is in high demand for 
shipboard installations, and NPS must compete with these demands 
for this equipment. For the radar laboratory a list of needed 
military equipment and a custom-designed radar has been prepared 
and efforts are being made to obtain funding for these systems. 
The upgrade will take at least three years. New electronic warfare 
equipment has been designated for NPS use and will arrive in FY90. 
o Mechanical Engineering 
Major initiatives include: 
addition of a CAD/CAE laboratory, 
development of an autonomous vehicle 
research program, 
upgrade of controls instruction, 
Total Ship systems Engineering instruction . 
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A 32-bit CAD/CAE network has been installed and is being 
used for research and instruction. All students now receive 
instruction in this laboratory, and !ts use in thesis work is being 
implemented. 
Controls instruction has being modified to include modern 
digital control techniques. The cornerstone of this effort is 
research and thesis work on autonomous underwater vehicles. A 
vehicle has been built and tested to develop control 
parameterizations and these parameters are being used in vehicle 
simulations. 
This department supports the Naval Engineering 
curriculum, which is sponsored by Naval Sea systems Command 
(NAVSEA). One of NAVSEA's major problems is the integration of 
weapon systems on ships. A Total Ship Systems Engineering 
instruction program is being developed to address this need. This 
program will also satisfy the department's need to increase the 
design content of the curriculum. A significant difficulty is 
obtaining faculty who have experience in designing large systems, 
and we anticipate that it will take five years to bring this 
program fully on line. An active search is now in progress to 
secure the first occupant of a Chair in TSSE. 
Other significant changes in the curriculum during the 
past few years have occurred in solid mechanics, dynamics, and 
materials research and instruction, especially in novel materials 
and composites. There will be an effort to improve the 
Department's facilities for a ship system design facility. This 
includes additional space for engine test, welding, materials 
science, robotics, heat transfer, fluids and solids. This 
expansion requires a new building, which is scheduled to be built 
in FY92. 
The initial period of employment of a junior faculty 
member is especially criticql. It is important during this period 
that a research program be initiated, since momentum will provide 
long-term growth for a mid-level faculty member. Course staffing 
in the department has been modified to insure that younger faculty 
members are uniformly on a half time teaching - half time research 
schedule. 
o Meteorology and Oceanography 
Meteorology and Oceanography are combined in this report 
because the majority of the students in the two departments receive 
the degree "Master of Science in Meteorology and Physical 
Oceanography", and there is significant cooperation between the 
departments at all levels. 
Now and in the foreseeable future, the departments will 
concentrate on educating naval officers in methods of solving 
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environmental problems of importance to naval operations. A 
primary focus of the curriculum is the core subject of geophysical 
fluid dynamics. Courses in synoptic and physical meteorology, 
descriptive physical oceanography and oceanographic data 
analysis/assimilation are also essential. 
~ While the faculty and the curriculum in Meteorology have 
been quite stable for the past ten years, the Oceanography faculty 
and curriculum have changed markedly to reflect the increased 
emphasis on physical oceanography and reduced emphasis on biology, 
chemistry and geology. 
Major initiatives have 





ocean dynamics research and 
creation of the Interactive-Digital_ Environmental 
Analysis (IDEA) laboratory, 
access to supercomputing facilities, 
development of the Physical Oceanography Obs~rvation 
Laboratory (POOL), 
change in research $hip. 
Faculty recruiting for remote sensing has been successful 
in Meteorology but· not in Oceanography. Recruiting in ocean 
dynamics has been very successful, and major field experiments and 
modeling programs are now underway. 
Access to super-computing facilities is crucial for 
running modern environmental models. NPS is a member of UCAR, the 
governing corporation of the National Center for Atmospheric 
Research (NCAR) • NCAR is one of the nodes of the national 
supercomputing network which includes the Cray XMP / 48" This 
computer is available to NPS with project approval from NSF. The 
school is investigating the purchase of a mini-super computer, but 
a decision and purchase is not expected until FY92. 
The IDEA laboratory is the only modern digital analysis 
laboratory developed primarily for instruction in the United 
States. In this laboratory the students have hands-on experience 
with equipment which will appear in the fleet in about 10 years. 
In fact, it is expected that through the student's experience at 
NPS, they will be the leaders in fleet modernization of 
environmental analysis capabilities. 
It is crucial for students to be involved in modern 
tecqniques for gathering environmental data. POOL is equipped with 
current .meters, acoustic releases, and mooring equipment to observe 
ocean circulation phenomena, especially in the eastern boundary 
regime. We plan to install a permanent network to observe and 
record ocean data off the Central California Coast. Initial 
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moorings were lost and succeeding moorings in a deeper, more 
southerly location are planned in FY90. 
The Measurements Laboratory, which will be used to 
observe the marine atmospheric boundary layer and to incorporate 
modern measurement techniques into the curriculum, is being 
developed. The equipment has been purchased and a room is being 
prepared to house the laboratory. A Doppler wind sensing radar is 
being installed at a nearby coastal site to make continuous, 
remotely reported, wind profile measurements. Full implementation 
of the laboratory is expected in FY90. 
NPS used to own and operate its own research vessel, the 
R/V Acania. That ship has been retired and the school now uses the 
larger and more capable ship, R/V PT SUR. This ship is shared 
with other ins ti tut ions and used by NPS for observation of the 
coastal ocean and marine atmosphere. 
o Physics 
Major initiatives are: 
reins ti tut ion of the Nuclear Weapon Effects 
curriculum, 
development of a simulation instruction program, 
Naval Academic Center for Infrared Technology 
(NACIT), 
computerization of all data acquisition, 
development of an acoustics center of excellence, 
reduction of student course load. 
Because the Navy's expertise in nuclear effects had 
seriously decreased over the years, NPS reinstituted the Nuclear 
Weapons Effects curriculum. A new faculty member was 
hired, a flash X-ray machine purchased, and major yearly funding 
obtained from the Defense Nuclear Agency. 
Decisions on system procurement and force configuration 
are increasingly being based on the results of models and 
simulations. There is a need for the officers to become informed 
skeptics with regard to these models. Systems simulation 
instruction has been implemented to develop in the students the 
capability to use and test simulations. The program has a capstone 
course in combat system simulation and available thesis work. 
Electro-optics and atmospheric optics are a significant 
fraction of the Physics Department course offerings. A development 
model of the Navy's Infra Red Search and Track system has been 
installed at NPS as one of the cornerstones for the research and 
instruction program. This facility is operated by NACIT. The 
center's charge is to obtain environmental and target signature 
data through a program of research and thesis support, and to use 
these data to develop and improve environmental models. 
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Wherever possible, all instructional an~ research 
:Laboratories have been equipped with computer cont:rrolled data 
acquisition and analysis equipment. Laboratory pourses in 
experimental techniques have been developed so that all students 
·. become well versed in these modern techniques. 
NPS has always had a strong acoustics program. Because 
of the critical importance of acoustics to the Navy, a major effort 
has been underway to create a true center of excellence. This 
effort has been so successful that other universities are now 
asking to have their students come to NPS for acoustics 
instruction. NPS is seeking permission to accept such students and 
to develop cooperative programs with other universities to help 
them upgrade their acoustics instruction. Three NPS departments 
are involved in this program. If the needed permission can be 
obtained, the first students will be accepted in FY90, 
'.fhe Physics Department has been chosen to develop an 
educationally viable solution to concerns about student's heavy 
course loads. A new curriculum has been developed, measures of 
effectiveness are being designed, and permission from the sponsor 
to use the program on a trial basis ·is being sought. The new 
curriculum should be in operation no later than FY91. 
o Computer Science 
Major initiatives are: 
introduction of ADA, 
ease administrative burden of junior faculty, 
artificial intelligence/robotics, 
computer graphics laboratory, 
realistic simulation of military systems, 
decommissioning of VAX minicomputer network. 
ADA is now the official OoD programming language. The 
department has hired one of the leading experts in this area and 
is in the process of using ADA for all instruction where practical 
and aiding the campus in introducing all students to ADA. Because 
of the difficulties a nonexpert has in using ADA, one of the 
faculty has made excellent progress in developing a prototyping 
language. 
The department was formed only slightly over ten years 
ago, primarily from faculty then in the Mathematics and Electrical 
Engineering Departments. There are currently sixteen tenure track 
plus ten military faculty and teaching adjuncts. A fairly low 
average age reflects, in part, the general youth of this discipline 
at NPS. With only three tenured Full Professors, too much of the 
administrative burden of the department falls on younger faculty 
who should devote almost all of their time to instruction and 
research. Special attention is being taken to see that this does 
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not interfere with the individual's progress through promotion and 
tenure. 
The artificial intelligence/robotics program is a joint 
effort with other departments. One of the main effort~ is in the 
design of an autonomous underwater vehicle, for which Computer 
Science develops the simulations for the project descr~bed in the 
Mechanical Engineering assessment. 
A new computer graphics laboratory has been created, 
primarily for instruction. The products developed by the students 
are of sufficient quality that the lab receives major funding from 
the Army to develop programs that are used in their training and 
simulation. 
An interdisciplinary effort is just beginning to develop 
more realistic simulations, both in terms of the g:i:;-aphics and 
performance. The project will include human in the loop and sensor 
fusion and will concentrate on the development of simulations for 
high performance military systems. Graphics design is underway; 
the multi-department interdisciplinary work will not begin until 
FY91 and we expect that the program will take five years to develop 
to full viability. 
Ever since the inception of the department, computational 
capabilities have resided in a network of VAX 750 and 780 
computers. This system is now being decommissioned and replaced 
with a more effective work station network. The changeover will 
require two years. 
o Mathematics 
Major initiatives are: 
pursue additional students, 
scientific computation, 
applied mathematics. 
The combined effects of removal of Navy support for a 
Masters program in mathematics and campus-wide reductions in the 
number of upper division and graduate-level mathematics courses 
taken by other curricula has left the Department with a heavily 
undergraduate, service-course orientation. Despite some recent 
support for a Master's program in mathematics provided by the u.s. 
Military Academy, the number of actual Master's students in 
mathematics remains very low (thirteen). It is difficult to 
recruit and retain a quality faculty under these circumstances. 
Department recruiting efforts have placed a major 
emphasis on attracting faculty who not only have the expertise and 
the inclination to solve applied problems but who are expert in 
advancing the art of computational techniques. We currently have 
several faculty who are developing methodologies: for both 
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analytical and numerical problems. We are in the inception phase 
of bringing together these resources into a recognized center for 
the mathematics of scientific computation. 
Some of our faculty are working closely with other 
departments on engineering problems. Students and faculty in other 
curricula are finding that their level of mathematics expertise is 
insufficient to attack some of the cutting-edge problems they are 
required to work on. A natural synergism is developing that brings 
mathematics faculty into contact with exciting applied problems and 
that is making a broader range of students available to our 
faculty. students from other curricula are also beginning to take 
more of the available advanced level mathematics courses. 
We expect that the transition from a department that is 
primarily service oriented and bas few students to a recognized 
center for scientific computation will take five to ten years. 
o Administrative Sciences 
Major initiatives are: 
instruction program improvement, 
overhaul English instruction, 
review management core, 
develop umbrella research projects, 
case study development, 
establish faculty development program. 
Several face ts of the instruction program have been 
addressed by the department and an improvement program is being 
implemented in FY90. A new faculty/staff orientation program will 
be put in place. Instruction improvement will build on the 
Advanced Instruction Workshop, which is run by the NPS 
administration. The departmental instruction improvement program 
also ipcludes a new evaluation process. This will include a 
computerized data base developed from the Student Opinion Forms 
(SOF). These data will provide the means for research concerning 
the significance of SOF scores. 
Too many international students are deficient in English. 
Increased emphasis on language skills in the communications course, 
and an expanded curriculum for internationals will be implemented 
within the next two years. 
A complete review arid evaluation is being made of the 
management .core. Five Long Range Task groups are reviewing the 
content of their respective areas. Implementation of the 
recommendations will require sponsor approval, and we expect to 
begin needed changes in FY91 proceeding to completion in FY92 . 
Additional, or expanded, navy and non-navy reimbursable 
research projects are needed to complement the Direct funding 
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program in the department. Analytical Support for the Naval 
Avionics Center, Burdensharing and International Armaments 
Cooperation, and Navy Manpower, Personnel and Training Research 
have been implemented successfully. Major efforts are planned to 
expand research in Information Systems and Financial Management. 
The FY90 research plan is set so that expansion in these latter two 
areas will begin in FY91. 
Case studies are an important part of management 
education. Most case studies which are available deal with the 
commercial sector, while NPS needs DoD specific cases for its 
unique education. The Administrative Science Department is leading 
a multi-department effort which will involve management, 
engineering, and interdisciplinary case studies. The program will 
begin in FY90 with the development of two engineering and two 
management cases, with the support coming from the NPS budget. If 
the initial cases are successful, the program will be expanded to 
include the cooperation of other Navy activities in choosing and 
developing cases. NAVSEA and the David Taylor Research Center have 
expressed a desire to participate, and cooperative case development 
should begin in FY91. 
Future plans include the establishment of regular 
programs under which faculty in selected areas can visit DoN/DoD 
organizations for extended periods to become more familiar with 
their organizations and problems. Agreements with the sponsors of 
the Financial Management and Manpower, Personnel and Training 
Analysis curricula are close to completion, and we plan to have 
faculty at their centers beginning FY91. 
o Operations Research 
Major initiatives are: 
upgrading of the War Lab, 
obtaining support for the Enhanced Naval 
Wargames facility, 
develop a Joint Warfare Analysis Center, 
initiate a new series of Military OR publications, 
establish "special years" and "special quarters" 
devoted to military OR topics, 
development of military OR text materials. 
The War Lab contains a wide variety of wargaming hardware 
and software. This facility is used for many classes and theses, 
and increased financial support and staffing are needed if it is 
to be used effectively. The FY90 NPS budget contains personnel and 
a major computer upgrade for the Lab. 
The Enhanced Naval Wargames facility is a node in a Navy 
network that is designed to allow senior naval officers to play 
theatre wide war games. The node is at NPS not only to allow 
participation in the game, but for research into the gaming 
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process. Sufficient manpower has not been assigned to the facility 
yet to bring it up to an operational level; however, a request has 
been made in POM 92 for the necessary support. The facility will 
be a significant factor in wargaming education when it is 
supportted. 
The Joint Warfare Analysis center will be built around 
the existing War Lab and the Army's JANUS two sided wargame 
facility, both collocated at NPS. Joint games will be developed, 
and it is expected that a physical center will grow out of the 
initial paper organization. The initial joint game was developed 
in FY89 and we expect the growth to a cooperative organization to 
last through FY95. 
A focus year or quarter, devoted to a particular special 
topic, is being planned for FY91. It will consist of a series of 
workshops and seminars devoted to topics such as data fusion, human 
performance analysis, test and exercise design and analysis, etc. 
Students, faculty, post-doctoral fellows, and visiting experts will 
all be involved. 
Tnere is a clear need for textual material in military 
operations research at NPS and other DoD facilities. A series of 
publications are planned that will meet this need. Initial testing 
of the concept will begin in FY90 to determine the utility and 
acceptance of the material. 
o National Security Affairs 
The National Security Affairs Department is made up of 
three almost separate disciplines: area studies, strategic 
planning, and intelligence. 
Major initiatives are: 
regain army students, 
SECNAV courses, 
24 month Strategic Planning curriculum, 
intelligence curriculum revisions, 
congressional relations program. 
Approximately two years ago the department suffered a 
major decrease in student population when the Army decided to send 
students to other programs. This has seriously impacted the number 
of students in some Area Studies programs. Efforts with the Army 
are ongoing to reestablish this program. The Army recently 
completed a study of our curricula to see if they meet the specific 
needs of their Field Affairs Officers, and a decision is expected 
in FY90. . .. 
The Secretary of the Navy has directed that all Navy and 
Marine Corps students take a course in maritime strategy. This 
significant course begins in FY90, and recruiting is un~erway for 
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NSA Department faculty to enable meeting full student loading in 
FY91. 
The strategic Planning curriculum is being expanded from 
eighteen to twenty-four months by request of the sponsor, to 
commence in FY91. A more extensive study program will be offered 
that will cover both general and nuclear strategic planning, which 
previously have been separate curricula. 
The intelligence curriculum is being expanded to include 
an increased emphasis on Strategic Planning in Operational 
Intelligence, and significant revisions to the Technical 
Intelligence curriculum. The new curricula were approved this 
year, and the first student inputs will be in FY91. 
A great deal of time and effort in DoD necessarily goes 
into interaction with Congress and is spent on the budget process. 
The introduction of a new curriculum in public and legislative 
affairs is being pursued that would deal with the full range of 
processes from strategic planning to force structure to hardware 
system description to political involvement of the Congress and the 
White House in approvals and support. This is a highly 
interdisciplinary process, and development of such a program would 
involve several of the departments on campus. This initiative is 
in the conceptual stage, and we do not expect to begin a program 
in less than two years. 
o Interdisciplinary Academic Groups 
NPS has been successful in establishing interdisciplinary 
programs and having them remain viable for an extended period of 
time through the formation of Academic Groups. These groups have 
been successful in developing and administering unique curricula 
that address Navy-specific warfare technology needs. The groups 
provide a means for handling those specialized study areas that do 
not fall into the category of classical academic disciplines by 
bringing the basic elements together from the departments in a 
loosely coupled organization. 
Every Academic Group faculty member belongs to an 
academic department, even the Group Chairmen; therefore, Department 
Chairmen are responsible for assigning faculty to courses including 
those courses that exist to support Group activities. Faculty who 
are assigned to group courses are expected to remain current on the 
interdisciplinary material that give the courses their special 
flavor. There is an Academic Associate for each Group curriculum 
and a faculty committee that works with the Chairman and the 
Academic Associate to maintain the health of the curriculum. All 
committees are made up of faculty from several academic 
departments. 
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Even though Academic Group curricula have been 
successful, as measured by the many graduates who have been 
educated in this way and who have gone on to fill assignments 
skillfully for the various services, it is felt that the current 
mode of operation is not totally satisfactory. 
The Group Chairmen have jointly done an extensive 
evaluation of the atmosphere within which the groups operate. They 
have concluded that the incentives for faculty to participate in 
the groups must be strengthened. Every Group faculty member's 
professional allegiance remains primarily with their discipline. 
Recognition as an expert in the discipline is the tried and true 
route to advancement within a research community, the university 
community, and at NPS. Thus, one of the most entrenched attitudes 
of faculty is that high quality performance within the department 
is, by far, the most important facet of professional advancement. 
This feeling is strengthened by the attitude that interdisciplinary 
work is often viewed as being of lesser quality, because it is 
often more applied and necessarily broader than the pure 
discipline-oriented activities. This set of attitudes is balanced 
somewhat by the inherent excitement of interdisciplinary work, but 
not in a sufficient number of individuals. 
The following Group needs are not receiving sufficient 
attention because of the situation described above: 
* quality of instruction, 
* course and laboratory development, 
* group related research. 
Most of the courses taught under the Group designator are at the 
advanced level. These advanced specialty courses require a great 
deal of preparation plus an understanding of the warfare area being 
addressed. This cannot be handled satisfactorily by someone who 
is not active in the area, which means that the instructors 
teaching the Group courses must already be experts in the area or 
be willing to invest considerable time on personal education to 
become knowledgeable about the warfare area. Department Chairmen 
are naturally more interested in developing their own curricula and 
assign what faculty budget they have available for development to 
this purpose; thus, the quality of instruction suffers in those 
interdisciplinary areas where development is needed. Of course, 
faculty stay current in their field through their research, so the 
long term solutions must be coupled to research that is in some 
manner related to the interdisciplinary curriculum. 
Several initiatives are underway to address the problems 
the Groups are having, and these efforts need to be strengthened 
if they are to be effective. They are: 
* faculty teaching budget for the Groups, 
* faculty development budget for the Groups, 
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* research funds for the Groups, 
* faculty recruit billets for the Groups, 
* technical staff assigned to the Groups, 
* promotion and tenure procedures adjusted so that 
Group participation carries increased weight. 
The first five deal with resources, and increased resources have 
been allocated this year for this purpose. The last is more 
difficult to achieve because it deals not only with promotion and 
tenure policies but with their perception. Properly evaluating the 
contributions of group participants through a proper measure of the 
quality of their contributions, especially in the promotion and 
tenure process, will be a major objective. 
Specific Group initiatives are: 
* development of spacecraft test facilities (Space) , 
*launching a small satellite (Space), 
*strengthening ocean acoustics instruction (ASW), 
* develop systems architecture courses (C3) 
*upgrade electronic warfare laboratories (EW). 
One of the cornerstones of the Space Group's theses and 
research has been design and construction of small satellites. 
Many students have been involved in subsystem design, such as the 
space-certified magnetic bubble recorder, and a cooperative 
agreement with the Naval Research Laboratory has been signed to 
construct an NPS designed light satellite. Plans are now underway 
to fly payloads in Space Shuttle GAS cans (FY90, 91), refurbish and 
launch a TRANSIT satellite (date undetermined), fly a cooperative 
agreement commercial satellite (FY90), and cooperate in satellite 
development with the University Space Research Association 
(ongoing). 
In order to support the extensive NPS work on small 
satellites and, in particular, give the students hands-on 
experience in testing satellites, the Navy has transferred test 
facilities to NPS, and a space certification laboratory is now 
being set up. Development of these facilities will begin in FY90 
and last through FY92. 
The majority of acoustics work at NPS is in physical 
acoustics. Underwater acoustics is critical to many Navy programs, 
particularly ASW. New faculty have been hired and more are needed 
in this area, particularly in sonar systems. 
A particularly thorny problem for the Navy is the design 
and development of very large systems. At the core of many of 
these problems is the communication system ( s) • The Command, 
Control, and Communications Group is developing curricular material 
on systems Architecture and Engineering for introduction into 
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several of our curricula. Development of the initial material was 
carried out in FY89 under the sponsorship of SPAWAR, and the new 
courses are being implemented in FY90. 
Electronic Warfare laboratories require specialized 
equipment that is used by operational units. Much of our current 
equipment is out of date, an initiative for updating has been 
forwarded, the first new piece of equipment is being provided in 
FY90, and more is expected but not identified at this time. 
o Interdisciplinary Teams 
During the years covered by the six year budget plan, a 
major effort has been planned at the School to increase faculty 
expertise and student involvement in areas that are critical to 
Navy and Marine corps combat effectiveness. To accomplish this, 
NPS intends to explore expansion of its interdisciplinary efforts, 
which will increase integration of Navy requirements and current 
technology into classroom instruction and thesis work, and perform 
Navy relevant research to remain abreast of Navy warfare 
requirements. NPS plans to develop interdisciplinary teams in 
topical areas chosen to support needs that are current and that 
also extend ten or more years into the future. The teams will not 
be a formal part of the academic organization as the Academic 
Groups are. They will not own and operate curricula, but be 
responsible for coordinating research in a particular technology 
area and for introducing course material into existing curricula. 
The emphasis of the teams will change as technology changes. 
Current plans are to study the formation of teams in the following 
areas: 
* Sensor Fusion/Controls 
* Information Systems/Artificial Intelligence 
* Fluid Dynamics/Heat Transfer 
* Robotics/Autonomous Vehicles 
* Stealth Technology 
* Satellite/Space Engineering 
* Wargaming/Simulation 
* Combat Logistics/Tactics 
Examination of this list shows that some of these areas 
are mature, Fluid Dynamics/Heat Transfer, and that bringing 
together faculty from several departments on a regular basis is all 
that is needed. Satellite/Space Engineering is about three years 
old and more faculty and staff are needed for a fully viable 
program, which we expect will take another three years to reach 
• steady state. Stealth Technology is a rapidly evolving field for 
which we do not have a minimum critical mass of people, and a five 
year development plan is needed, for which we could begin to 






V. ACADEMIC PROGRAMS SUPPORT 
Faculty and student research, library and computing facilities 
and services, and experimental laboratories constitute the academic 
support functions addressed in this self study. 
CURRENT STATUS OF RESEARCH 
o Background 
Research at NPS is an integral part of the faculty's 
professional activity, and it serves to maintain the currency which 
is crucial for graduate level education. Master's thesis work is 
also an integral part of ongoing faculty research, providing a 
solid core of meaningful research problems for students to address. 
The importance of thesis research to the students' overall graduate 
education at NPS cannot be overemphasized. It is an opportunity 
to work on an open ended problem where rigid rules cannot be 
applied routinely. For most, it is a unique opportunity to develop 
their skills, since they will not go into industry and obtain 
practical experience in their field. Through work on realistic, 
meaningful research projects, students gain an understanding of the 
environment for which they may ultimately become responsible. 
Doctoral research, although only a relatively small part of the 
institution's research, is carefully monitored by the Academic 
Council. This council, composed of non-administrative faculty 
representatives from each Department and each interdisciplinary 
Group, is chaired by the Provost. The Academic Council monitors 
the appointment of an appropriate Doctoral dissertation committee, 
and receives a report from that committee concerning the 
dissertation and the adequacy of the public defense of the 
dissertation. 
The supporting role of research in the graduate education 
process of NPS is clearly presented in · the school's mission 
statement: 
" ••• and in support of the foregoing, to foster and 
encourage a program of research • • . " · 
The role of research is further recognized in SECNAVINST 7040~12 
(1) where it states that: 
" . we must ensure that adequate resources are 
provided for the conduct of academic research. The 
amount and quality of this research are critical to the 
guality of education provided to our students • • • An 
active research function also allows the Navy to attract 
and retain an outstanding faculty at our preeminent · 
academic institution •• ·" 
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Since much of the research at NPS is coupled to DoD 
programs, it keeps faculty constantly aware of current DoD needs; 
thus, NPS possesses a group of experts who are available for 
consultation on current military problems and who can offer advice 
on trends of future technology. Many faculty serve on DoD review 
panels. 
On the basis of research support per faculty member, NPS 
has a large program with about $19M in FY90 for 338 tenure track 
and adjunct faculty. Good ties are established with sponsors, and 
it is often possible to see results of the research put into 
practice. The students are from the same community that supports 
most of the research, and, as a result, they are excited and 
dedicated in their thesis research. The research programs are 
strong and enjoy excellent reputations outside the school. 
NPS faculty undertake a wide range of research from the 
most basic to that which applies directly to Navy needs. Because 
of its special relation to the Navy and the natural interests of 
its students, there is a tendency for NPS research to lean towards 
the applied end of the spectrum. Furthermore, those faculty doing 
purely basic research are expected to know how their work applies 
to Navy technological needs. A small, but important, percentage 
of the research is classified. 
o Direct Funding of Research 
Until FY88 all research at NPS was reimbursably funded, 
with funds obtained through the submission of proposals to a wide 
range of sponsors. In FY88 the Navy began providing directly to 
NPS funding for all Navy research, with non-Navy funding remaining 
as before. With the sponsor supplying all of the Navy research 
funding, the amount a,vailable is well-defined; whereas before there 
was flexibility to seek funding from any Navy source without limit. 
The total amount of direct funding av~ilable corresponded closely 
to the amount of reimbursable research funding secured in previous 
years by the faculty. In addition, the directions for 
implementation of the instruction that established direct funding, 
specified a maximum amount of non-Navy (hence reimbursable) funding 
that could be obtained. Beginning in FY89 some Navy reimbursable 
funding has been authorized. 
o The Research Environment 
The position of Dean of Research has just been 
established as a principal administrative officer of the School. 
This position, to be filled by July 1990, will provide a central 
focus for research at the highest planning levels of the School. 
The incumbent will give overall direction to research, foster its 
proper role in the Institution, and promote support for research 




All tenure track faculty are expected to be active in 
both instruction and research. NPS has a policy that not more than 
50% of a permanent faculty member's academic session (10 months) 
can be spent on research. Thirty-eight percent of tenure-track 
faculty time on a yearly basis is spent on research. Adjunct 
professors are also an important part of the NPS research program, 
for together with the post doctoral fellows they perform 39% of 
the research. With the exception of a few adjuncts who have 
special expertise, all research projects must have a tenure-track 
faculty member as the principal investigator. 
There are 15 active chair professorships, which bring 
people to the school who have special expertise needed for program 
enhancement. They are not endowed chairs, but they carry stipends 
for a one year appointment. Post doctoral programs are supported 
internally by the National Research Council Resident Research 
Associateship Program, the American Society of Engineering 
Education/Off ice of Navy Technology Postdoctoral Fellowship 
Program, and the Naval Scientist Training and Exchange Program. 
The Navy maintains a Patent Off ice at the Naval Weapons 
center which serves NPS needs. currently, several patents applied 
for by NPS faculty are being processed through that office. NPS 
has made some tentative steps into the "technology transfer" arena 
and is aware of the possibilities of cooperative research 
agreements, licensing of technology, etc. Navy-wide policies exist 
for those subjects, and there remain opportunities that are not yet 
exploited by NPS. 
ASSESSMENT MECHANISMS FOR RESEARCH 
All research proposals are reviewed by a Department or Group 
Chairman to insure the work is appropriate for the department's 
program, and by the Dean of Faculty to insure a fit with the 
school's program. In addition, both reviews insure that the 
principal · investigator is capable of performing the quantity of 
work proposed, taking available resources into account, and that 
the work will meet NPS standards. Reimbursable research proposals 
are reviewed by the sponsor for both quality of the work proposed 
and appropriateness to their program. Direct funded research 
proposals are sent off campus for review by the same Navy sponsors 
who would have been asked to fund the proposal if it had been for 
reimbursable funding. 
The major assessment of the results of research programs is 
the publication record, which is used by both the Chairmen and Dean 
in determining which proposals will be funded, which will be 
released for external review, and which will be internally funded. 
~ome applied research does not lend itself to open literature 
publication. In such cases, research quality is measured by the 
extent to which the results of the research are used outside the 
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school. oL crucial tests are the uniqueness and creativity 
involved ir/the work. It is not sufficient for the results to be 
used, the. 1 must be a new contribution. As can be seen from the 
above, m1.ch of the assessment of research is done through inputs 
from ou<.~side the school. 
··rhe connection between sponsored research at NPS and the 
gr-. uate education programs is very strong. Research proposals are 
· pected to support the curriculum, as well as to be directed 
/toward relevant DoD problems, and most theses are directly related 
to sponsored research programs of the faculty. Since principal 
investigators are required to teach at least half time during the 
academic session, much of the research work is closely related to 
their classroom activities; consequently, student involvement is 
weighed heavily in internal assessments of research. 
Overall assessments of the School's research program will be 
made by the Dean of Research in the future as a part of the process 
of developing a School research direction and plan. The specific 
nature of the program and how it will be implemented are yet to be 
determined. 
In the past years several studies of research issues have been 
conducted at NPS: 
* A 1987 faculty survey and study dealt with broad 
faculty issues including research, in particular the 
perceptions of the role of research in the pay, 
promotion, and tenure process. (See Appendix B) 
* The faculty committee on Academic Goals and the Roles 
of Research concentrated on the essential contribution 
research makes to the education process. 
* In 1987 and 1988 the Faculty Council commissioned 
studies on direct funded research. The complete 1988 
report is contained in Appendix L. 
CURRENT RESEARCH ISSUES 
The strength of the research program is due to the dedication 
of the faculty, and the issues described below are constraints that 
make their task more difficult than it should be. Efforts will be 
undertaken to resolve them with tasking assigned to the new Dean 
of Research. 
o Direct Funding of Research. 
One of the most traumatic events at NPS in recent memory 
has been the introduction of direct funding of research. 







of the need to establish new administrative mechanisms and a more 
comprehensive internal review process. The two Faculty Council 
studies on direct funded research reflected the concern of the 
faculty about the mechanics of implementing direct funded research, 
and significant effort has been spent in responding to these 
concerns and adjusting procedures to accommodate them. The 
constraints on reimbursable funding are being eased this fiscal 
year under the persistent requests of the administration to higher 
authority. Communications from faculty studies have given the 
administration feedback from the principal investigator's point of 
view, and many changes in the direct funded program have resulted 
from such feedback. Even though NPS is three years into the 
process, the transition is not complete. strengths and concerns 
regarding direct funding are listed below: 
- Strengths 
* $13M of funding is guaranteed at the start of each 
fiscal year. This removes much of the fiscal 
uncertainty that existed with only reimbursable 
funding. 
* It is now easier for the school to steer a small 
portion of the research program to areas that are of 
maximum benefit to the overall program, such as the 
creation of centers of excellence. 
* Funding is available for starting research projects 
for new faculty. 
* NPS is now allowed to accept a limited amount of Navy 
reimbursable funding and the size of the limit is 
negotiable each year. If the limit is sufficient to 
meet our emerging research needs, most of the concern 
with direct funding will be resolved. 
- Concerns 
* The intimate links between NPS researchers and 
external sponsors have been weakened and have become 
more distant. 
* It is more difficult to obtain substantial external 
review of research proposals when reviewers are not 
dealing with their own money. 
* External sponsors are not part of the budget process 
that determines the amount of direct funding. 
* Because of fiscal a~ounts of funding, it is difficult 
to respond to emerging needs during a given fiscal 
year, even if it is for a critical Navy program. 
49 
* NPS is in the process of hiring many new faculty, and 
the total amount of faculty time spent on research 
will increase, placing increasing demands on the 
current limited amount of funding. 
To respond to these concerns, increased attention is being 
paid to additional involvement in research presentations at NPS, 
additional presentation of faculty and student research to sponsors 
in Washington, and increased visits from faculty and st~dents to 
sponsors' offices. An attempt is being made to make "cost-sharing" 
between sponsor and NPS a possibility, especially with ONR. 
Further research increases have been included in POM-92, and 
additional reimbursable research authority has been sought to 
alleviate the shortfalls mentioned above. The new Dean of Research 
will provide a focus for carrying out these new initiatives. 
o Research Staff Personnel 
Too small a percentage of NPS funds has been spent on 
support staff. This is due to the long standing difficulty of 
obtaining authorization from DoN to hire needed personnel. This 
issue has been addressed in POM 90 (with the budgeting of XX 
additional academic staff personnel) and POM 92 where substantial 
increases in support staff have been requested. 
The Research Administration Off ice is involved in the 
handling of all research proposals, administration of direct 
research funds, monitoring and reporting on all expenditures, 
summarizing and reporting on research activity, and administering 
all research-related programs. With the advent of direct funding, 
its involvement in the processing of proposals is much more 
extensive, causing a substantial increase in workload without a 
corresponding increase in staff. Enhancements of the staff to 
relieve this shortage are included in the academic staff increases 
in this year's budget. 
The DoD fiscal situation is subject to substantial yearly 
swings, which cause fluctuations in funding, and consequently human 
resources. One of the most disruptive is the hiring freeze, which 
is often imposed by high officials in Washington. Successive 
hiring freezes in 86, 87, and 88 caused the loss of a number of 
crucial personnel, who could not be rehired at the end of their 
term appointments which expired during the freeze. NPS has not 
recovered yet from these losses of research talent who then 
obtained positions elsewhere. Such externally imposed actions are 
beyond the control of local leadership, but every effort needs to 
continue to be exerted to seek special dispensations of relief from 
these crippling mandates. • 
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CURRENT STATUS OF THE DUDLEY KNOX LIBRARY 
The mission of the Dudley Knox Library is to support the 
programs of instruction and research through the provision of 
relevant collection growth, reference services, computerized 
bibliographic resources, and adequate physical facilities. In 
addition, the library attempts to provide the NPS Community with 
the highest possible levels of service through the recruitment of 
quality personnel who bring to the Library and to the school 
specific areas of subject expertise. Furthermore, the Knox Library 
must keep abreast of the rapidly changing technological 
state-of-the-art in the fields of library and information science 
in order that the NPS may benefit from these changes. 
o Integrated on-line Library system {IOLS) 
The Library is in the process of acquiring and installing 
NOTIS, an IOLS to be used for control of the open literature 
collections. The system will enable the Library to automate 
acquisitions, serials control, cataloging, authority control, and 
circulation. An on-line public access catalog will permit computer 
searching of records in the library's catalogs, thereby enhancing 
information retrieval capabilities. The catalog will further 
enable the patron to ascertain the status of an item, whether it 
is on order, received but not cataloged, or out in circulation. 
The system will produce management reports, enabling the Library's 
administration to track expenditures with accuracy and to gather 
statistics for collection, evaluation, and development. The 
on-line catalog module of the system is currently being used in a 
demonstration mode, providing access only to materials cataloged 
after 1979. It is planned that materials acquired before 1979 will 
be cataloged via vendors of such electronic data during 1990. Data 
on new acquisitions are loaded into the system monthly via tapes 
produced through the Library's participation in the acquisition and 
cataloging subsystems of RLIN {Research Libraries Information 
Network). When the final software package of NOTIS is installed, 
new acquisition records will be passed directly from the RLIN 
system into the NOTIS database, thereby enabling instant access to 
the Library's records by patrons and staff. Plans for the full 
conversion are as follows: 
* Cataloging in production mode and authority control 
by March 1990. 
* Circulation module functioning by Apgust 1990. 
*·Acquisitions module functioning by November 1990. 
* Serials Control in place by February 1991. 
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o Research Reports 
The Research Reports and Classified Materials Division, 
makes the Dudley Knox Library unique by comparison with university 
libraries in the civilian sector and with most military libraries. 
The collection contains 189,000 hard copy and 360,000 microfiche 
reports. This division is a semi-autonomous library within the 
administrative framework of the Dudley Knox Library. It is 
virtually self-contained in that it is responsible for its own 
acquisitions, processing, cataloging, and servicing of documents. 
This self-containment is due to the fact that approximately 45% of 
the hard copy and 20% of the microfiche holdings are classified. 
The section also has cryptographic equipment used in conjunction 
with the Defense Research on-line Service (DROLS), which connects 
on-line to the classified and unclassified data bases of the 
Defense Technical Information Center (DTIC), giving unrestricted 
access to two million documents. Costs normally assessed against 
other government users and government contractors are waived for 
NPS by virtue of its status as an educational institution. 
Provisions have been made in the proposed new library 
expansion to accommodate more study space and more convenient 
access and control of classified materials. Students and faculty 
will be able to have their own facilities for classified material 
storage, secured word processing capability, as well as access to 
classified technical reports and classified data base search 
facilities. 
o Computer-based Services 
on-line searching capabilities are of great importance 
to the students and faculty, and the following services are 
provided: 
* Information Retrieval: The SABIRS (Selected Automatic 
Bibliographic Information Retrieval Service) is a 
library-developed system for the bibliographic control 
and retrieval of hard-copy technical reports and 
theses. 
*SDI (Selective Dissemination of Information): During 
the bi-weekly updates of the SABIRS data banks, the 
updating records can be searched for new information 
by user interest profile and personalized 
bibliographies generated and disseminated. 
* DROLS (Defense RDT&E (Research, Development, Test, and 
Evaluation) on-Line service): The Library has online 
access to the Technical Reports, Work Unit Information 
Summary, and Project Planning data banks of the Defense 
Technical Information Center. 
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* CIRC (Central Information Reference and Control): 
Access to foreign (primarily Soviet) technology data 
is obtained through the Air Force Foreign Technology 
Division. 
*DIALOGUE: Knight-Ridder, Inc., Miami Florida. Provides 
on-line access to 320 commercial databases embracing 
the areas of science, engineering, business economics, 
social sciences, and the humanities. 
*INFORMATION BANK (NEXIS): Mead Data Central, 
Washington, D.C. Provides subject access to American 
and British newspapers and to American and British 
journals related to the social sciences. 
* RLIN: The Research Libraries Group provides on-line 
access to cataloging resource data, subject searching 
of monographic (book) literature, ordering of 
monographic publications, and access to collections of 
universities and research libraries in the U.S., Great 
Britain and Canada. 
ASSESSMENT MECHANISMS FOR THE LIBRARY 
The library is assessed as part of the visits by the special 
departmental accreditation teams of ABET and NASPAA. The School 
also invited an external review team, consisting of expert 
librarians throughout the country, to come to the campus in March 
1983 to review the adequacy of the facilities and services and to 
make recommendations. It was a very constructive visit that served 
as a s.ound calibration of the outstanding quality of the Dudley 
Knox Facility. The changes that arose from that review included 
increases in grade level of key staff positions. 
A Department of Navy study was conducted on the adequacy of 
the staffing levels of all its libraries, and a manpower team 
visited NPS in 1982 and did a thorough review of manpower 
requirements in the library. several additional, positions were 
recommended at that time; however, it has not been possible to fill 
them until now. 
As a part of this self study, a task group reported on its 
evaluation of the library as an academic support arm (14]. 
LIBRARY ISSUES 
Military construction has been approved for a 45,000 sq ft 
extension to the library, and construction will commence in this 
year (1990). The extension will permit twenty years of boo:tc and 
journal growth. In June, 1988 compact, movable shelving was 
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installed in the southeast wing of the main floor and also in the 
basement to provide additional working capacity until the extension 
could be completed. 
One critical requirement for the IOLS system is retrospective 
conversion of the pre-1979 records, which is dependent upon 
availability of funds. Approximately 30% of the catalog records 
are in machine readable format, and it will be necessary to reach 
the 100% target before automation of the circulation system, 
scheduled for late 1990, can be initiated. 
An automated, interactive management and retrieval system is 
needed for the Research Reports Division. STILAS is a system 
recently developed under the sponsorship of DTIC, which complements 
NOTIS in that it has been specifically established to control 
collections of classified and unclassified research reports. 
Funding for its acquisition has been requested in POM-92. 
Another factor which detracts from the efficacy of the 
library's collection development is procurement regulatory 
constraints, which are more severe than those to be found in most 
civilian universities. Some government procurement methods, not 
well suited to purchasing library materials, cause greater 
difficulty in procuring holdings in a timely fashion. The Library 
Acquisitions staff is continuing to work with the Supply Department 
to resolve these problems; however, FEDLINK, the organization used 
by NPS and many other libraries including the Library of congress 
to procure materials, is experiencing the same difficulties with 
the existing regulations. Complete solutions to the problem will 
have to be solved at a higher level in the government, but progress 
has been made in that the issue is now broadly recognized as a 
problem by many federal libraries. A timetable for resolution of 
the problem is not possible at this point. 
CURRENT STATUS OF COMPUTING CAPABILITIES 
The School acquired its first digital computer, an NRC102A, 
in 1954 and was one of the first universities to use one for its 
educational and research programs. In the 35 years since then, 
computing has evolved from batch-processing, to interactive time-
sharing, to distributed minicomputers, to personal microcomputers 
and workstations, to the present environment of client-server 
architecture or network-based information processing. The Computer 
Center supplies centrally-managed computing services available to 
all students and faculty, and used by staff for many automated 
administrative functions. The current equipment consists of an IBM 
3033 Attached Processor, loosely coupled with a 3033U and an IBM 
4381-Q13. This processor network is supported by disk and drum 
storage devices and a generous array of peripheral equipment. A 
detailed description of the facility is provided in the report of 
the self study committee on computing [14]. 
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o Mainframe Services 
Many services are available to all users of the computer 
~ Center's systems: 
* Consulting 
* Program Libraries and Languages 
* Documentation 
* Programming Assistance 
* Microcomputing Support 
* System Programming 
* Procurement Assistance and Advice 
* Networking 
All computer-based services provided by the Computer 
Center are available free of charge to all students, faculty and 
staff. All students are issued a mainframe user identification 
number when tb~y enroll and use the systems in connection with any 
class and thesis work. Full accounting for computer resources used 
is performed down to the individual user level. The "currency" 
used is the CRU (Computer Resou~ce Unit). 
Users start each quarter with a fixed allocation (in 







3,000 (5,000 in thesis quarters) 
5,000 (2,000 to temporary adjuncts) 
1, 000 . . 
by application 
These allocations are set high enough to satisfy 95% of 
the users. The remaining 5% can request, and are usually granted, 
additional CRUs fr.om the Director of Computing and Information 
Services, as Chairman of the Computer Advisory Board. 
The School is a node on the following four wide-area 
(global) networks to which students and faculty have access: 
BITNET, CSNET, MILNET/ARPANET, and SPAN net. In March, 1990, the 
campus will be connected to BARRNet (Bay Area Regional Research 
Network), a segment of the NSFNET. The linkage will be a Tl-speed 
line to Stanford University, u~;Lng a proteon router attached to 
local systems and the campus backbone network, which is presently 
a 10 ltfbps Ethernet. By the summer, 1990, the backbone will be a 
100 Mbps Fiber Optic cable with 24 channels. BARRNet will permit 
high-speed access to the NSF's supercomputer sites and other 
scientific networks such as USAR (National Center for Atmospheric 
Research). 
The participation in computing among the NPS c0mmunity 
is at a level probably unequaled in higher educational 
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institutions. The Center's systems are student-dominated, a 
situation unusual at most universities. In FY89, students consumed 
79% (VM interactive), 38% (MVS batch-processing) and 54% (VM and 
MVS) of the total utilization. · 
o Computer Center Microcomputing Services 
A well-equipped microcomputer laboratory is also run by 
the computer center to provide students and faculty with experience 
in microcomputer and access to state-of-the-art network-based 
services. Microcomputers are used extensively throughout the 
campus; individual systems vary from Zeni th 18 o portables to 
powerful graphics workstations, such as SUN, MicroVax and IRIS. 
o Microcomputer Services, Campus-wide 
All of the academic departments have clusters of 
microcomputers, and some have classrooms and laboratories equipped 
with them. Most clusters form local area networks of homogeneous 
systems, for example: 
* Mechanical and Aeronautical Engineering: Each have a 
CAD/CAE Laboratory of 25 DEC MicroVAX Workstations 
running DECNET. The workstations are installed in 
clusters in laboratories and in individual faculty 
offices. 
* computer center: 2 networks (one, XNS of seven Xerox 
6085 professional workstations and one Novell/Ungermann 
Bass of thirty-two AT - compatibles); and 
* Computer Science runs six laboratories; viz. 
Academic Computing 
Database Systems 




VAX 11/785 (UNIX) 
ISI Workstations, (9) 
IRIS Workstations, (5) 
Macintosh (10), 
AT - compatibles (10) 
Zenith 248, (35) 
ISI (8), TI Explorer (2), 
Symbolics Lisp· ( 4) , 
Pixar Imaging. · 
Most of the departmental computing facilities, from PC-
based LANs to minicomputers, are open to all users free of charge, 
provided that they do not interfere with the primary users and the 
mission of the laboratory. 
Each of the multi-user shared systems: e.g., IBM 
mainframes in the Computer Center, DEC VAX cluster in Computer 
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science, provide for remote dial-up access as well as on-campus, 
hard-wired communications. 
Each academic building contains several public use 
facilities; for example: 
* clusters of from 8-32 IBM 327X-type terminals, 
locally connected to the IBM 3033/VM-CMS interactive 
service. 
* classrooms of 20-30 AT-compatible, or better, 
microcomputers and/or workstations for scheduled 
classes or individual use. 
* mini-based laboratories for specialized, depax-tmental 
applications such as VLSI design, CAD/CAE, Image 
Processing, etc. 
There is a great deal more computing being done at NPS 
now than five years ago. Before that there were only two 
significant concentrations of computer power, the Computer Center 
and the Computer Science Department. As a result of the Laboratory 
Upgrade Plan for FY85-87, many new departmental facilities and 
laboratories were created, and existing service facilities were 
modernized or augmented. Despite, or possibly because of, the 
proliferation of distributed minis, engineering workstations and 
microcomputers, the workload on the IBM mainframe still continues 
to grow at about 20-25% per year. 
o Strategic Planning for Computing 
Oversight and planning of information processing at NPS 
is handled by a newly appointed Director of Computing and 
Information Services. He is assisted by three School-wide standing 
committees: Computer Policy Board, Computer Advisory Board and a 
Computer Users' Council. In addition, there are faculty/staff 
committees within each academic department concerned with their 
more specialized interests. The Director of computer and 
Information Services has in progress the preparation of a new 
strategic plan for combining all three of the areas of the Library, 
the Computer Center, and the administrative MIS functions. This 
plan, to be available this year, will set the direction for 
bringtng the rich, diverse computing environment of NPS into a 
single strategy. 
In July of each year, the School. prepares a .. Cpmputing 
Information Management Plan; the 1989 version is contained in 
Reference [14]. The major upgrading and expansion program now 
underway, costing $18M over the next five years, was planned by a 
Steering Committee on "Academic Computing Support for the 1990's" 
and three associated working groups concerned with: 
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* Mainframe Replacement 
* Numerically-Intensive Computing; and 
* connectivity and Networking. 
ASSESSMENT MECHANISMS FOR COMPUTING 
Through the Computer Users' Council (15] there is a continuous 
assessment of mainframe computer services from the standpoint of 
the user. The Council meets each month to provide a forum for 
users to meet directly with providers of services in an effort to 
constantly improve the computing environment. 
Every seven or eight years, which has been the historical 
interval between major system replacements, special ad hoc faculty 
and staff committees are formed to make an extensive assessment of 
the capabilities needed for the next procurement. This broadly 
based review and inquiry by expert users, forms the basis for 
planning centralized computing in the following decade. These 
assessments go to the very core of the existing computing concepts 
and policies and reevaluate what the future NPS requirements should 
be. 
As a part of this self study, a special task group prepared 
an updated assessment of computing on the campus (14]. 
Through a program of Life Cycle Management for all computing 
equipment, each system, even to the individual PC, is evaluated 
each year by the Project Manager responsible for the system. A 
formal plan and budget for the system is presented in an 
Abbreviated System Decision Paper. The collection the individual 
system plans constitutes the department's plans. All plans are 
presented to the Director of Management Information Systems who 
screens them for approval by the Information Resources Management 
Executive Board. · 
COMPUTING ISSUES 
The School has identified the following central services 
computing issues to be addressed in the early 1990's: 
1990 * Replacement of the Center 1 s IBM 3033 computers with 
a system ten times more powerful, allowing for 
doubling in performance and storage over 5 years; 
1989-90 * Installation of an integrated on-line retrieval 
system for the Library and universal access to the 
library catalog via the campus backbone network; 
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1990 * Upgrade the campus backbone network from 10 Mbps 
1992 
Ethernet to 100 Mbps FDDI (Fiber optic), and, 
* creation and development of a Scientific 
Visualization Laboratory for complex scientific 
and engineering applications based on a 
supercomputer (entry-level) and high-performance 
graphics devices. 
In parallel efforts, the distributed computing facilities such 
as departmental minicomputers, electronic classrooms, and LANs must 
be upgraded and new, specialized laboratories developed. 
Facilities such as the DECneted VAXes in Computer Science, VLSI 
. Design Lab in Electrical and Computer Engineering, IDEA (Integrated 
Digital Environmental Lab) of Meteorology/Oceanography will require 
modernization and expansion. The first of these modernization 
efforts will begin with the Computer Science laboratories in FY90, 
and we expect to complete the first phase for all laboratories in 
FY94 with the IDEA Lab. 
The School is moving toward a computing environment in the 
1990' s in which powerful workstations are interconnected via a 
hierarchy of high-speed, local-area networks that are supported by 
multiple background computing and information processing servers. 
These will provide School-wide support of supercomputing, library 
catalog access, management information services, reprographic 
facilities, electronic mail and FAX communication and tape and disk 
storage. This presents a management, as well as a technological, 
challenge because it involves a drawing together of services 
performed hitherto in disjoint departments on dissimilar equipment. 
To facilitate integration, a transition will be made of the campus 
backbone network (NPS net) from data-only, using the TCP /IP 
protocol, to full ISON (Integrated Services Digital Network) 
function, combining voice, data, and video communications. The 
network will be the central nervous system of the Institution. 
Full network capability is expected to be completed in FY92. 
There is also a continual need to improve the gateways to external 
networks and services, such as the NSF net for access to 
supercomputfi!rS and the Defense Data Network (DON) for exchange with 
DOD activities and contractors. 
A significant shortfall is in networking for administrative 
purposes. There is no universal electronic mail system, and no 
ca\l\pus•wide administrative information network. The first campus-
wide E-mail system will be available in 1990 with the completion 
of a link between Ingersoll Hall (Computer Center) and Herrmann 
Hall (Administration) • 
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The major impediments to fulfilling the ambitious plans are 
* the chronic shortages of professional staff and operating 
funds to support adequately the centralized services and 
departmental systems; 
* the uncertainties over the funding of the major computer 
acquisitions in the present Federal budget environment; 
* the long and unpredictable procurement delays now typical 
in Federal Government acquisitions; and, 
* the burdensome approval process of the Navy's ADP Life 
Cycle Management Program. 
CURRENT STATUS OF EXPERIMENTAL LABORATORIES 
For many years NPS had inadequate resources to support 
instructional labs but did have funding for research. This 
resulted in the maintenance of research lab capabilities through 
equipment purchased on individual research proposals. This 
situation changed in 1986 with an instructional laboratory 
initiative funded by the Chief of Naval Operations. This 
initiative was a one time infusion of $12M, which dramatically 
upgraded the teaching laboratories. In order to continue this 
initiative and keep these labs up-to-date, NPS has requested 
through the POM process approximately $2M per year. These funds 
have been supported in the budget process beginning in FY90 and, 
if received, will be used for the following purposes: 
* purchases of new equipment, 
* purchase of supplies, 
* maintenance contracts, 
* salaries for maintenance personnel, 
* salaries for additional laboratory personnel. 
Including the laboratory initiative described above, the major 
sources of laboratory funding and resources devoted to laboratories 
are: 
* FY85-87, approximately $12M teaching laboratory upgrade 
initiative, capital equipment, 
* FY90 and beyond, $2M for salaries, equipment and 
supplies for teaching laboratories, 
* FY90 and beyond, $1.BM for research capital equipment, 





* FY90 and beyond, $2.lM per year of capital equipment 
funds for all academic purposes, including laboratories, 
* approximately $SOOK per year from GPTE (General purpose 
test equipment) re-procurement program (ends FY90), 
* 70 staff personnel to operate laboratories, phased in 
from FY90 through FY93, 
* 35 staff personnel for equipment construction and 
maintenance, phased in from FY90 through FY93. 
A list of research and instructional laboratory facilities and 
the departments that manage them can be found in Appendix M. 
EXPERIMENTAL :µABORATORY ASSESSMENT MECHANISMS 
All experimental laboratories are the responsibility of 
academic departments, and assessments are made by them on an annual 
basis when resource planning is done and decisions must be made by 
the administration concerning maintenance and modernization. Each 
department submits a financial plan for the following year in May, 
which includes the laboratories. The Computer Information 
Management Plan is developed each year, and a large fraction of the 
needs for experimental laboratories are included because of the 
dominant role of computing equipment in the laboratories. 
EXPERIMENTAL LABORATORY ISSUES 
When the Teaching Laboratory Initiative was funded, no follow-
on funding was provided for maintenance, for increased numbers of 
staff needed to support the equipment, or for faculty time for lab 
development. This ha.s hampered NPS' s ability to utilize fully the 
equipment. Some requests to address this shortfall were funded in 
POM-90, and further.requests are included in POM-92 • 
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VI. FACULTY HATTERS 
CURRENT STATUS 
The faculty are drawn from a broad diversity of educational 
.. institutions and represent a prestigious collection of scholars. 
. 
I 
Their current racial and ethnic mix is given in the table below: 
White Black aispanic Asian Amer Indian 
NPS 85.6 % 0.3 % 1.22 % 12.2 % .oo % 
Nat.Prof 90.3 % 5.3 % 3.21 % 1.3 % .15 % 
Labor Force 
Women constitute 2.1 % of the faculty work force. 
o Equal Employment Opportunity for Faculty 
NPS is currently engaged in an Affirmative Employment 
Program for minorities and women which was inaugurated in 1987 for 
Fiscal Years 1988 through 1992. The goal for faculty is to 
increase representation by 2 % in each of the following categories: 
White females, Black males, Black females, Hispanic males, Hispanic 
females and American Indian males and females. 
The plan does not accord preferential treatment to any 
applicant or employee, but it does require that all applicants and 
employees, regardless of race, color, religion, sex, national 
origin or handicapped condition, be afforded an equal opportunity 
to secure employment and be advanced according to their abilities. 
In addition it sets up mechanisms for proactively searching out 
candidates in the categories where representations are below the 
appropriate norms for that category. The plan extends to all staff 
as well, where specific categories have been selected as hiring 
targets to remove imbalances over the five year period. A copy of 
the complete plan, along with progress reports for 1988 and 1989, 
is provided in Reference [3]. 
There is a special EEO office to monitor progress and to 
aid in recruitment. This office also sponsors many programs to 
increase sensitivity to these issues. Examples are a special 
Hispanic emphasis week, special programs to honor Martin Luther 
~ing, and frequent guest speakers. 
The following Table provides the recent history for the institution 
as a whole (omitting students) • 
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TOTAL NPS AND NAFI WORKFORCE PROFILE 
FY87 FY88 FY89 
MEN 67.9% 59.7% 59.8% 
WOMEN 32.1 40.3 40.2 
BLACKS 7.4 10.0 9.3 
HISPANICS 3.1 4.1 3.7 
ASIAN/PACIFIC ISLANDERS 9.6 18.0 18.1 
WHITE 78.7 67.0 68.6 
o Faculty Organization 
Faculty matters are of principal importance to the 
administration and to the faculty itself, which is organized to 
give attention to these matters through a Faculty Council, similar 
in many ways to a Faculty Senate, but differing in the extent of 
its authority. The Faculty Council is a representative body made 
up of delegates from each academic department, three 
representatives at large and the chairmen of all faculty standing 
committees [3]. It is presided over by the Faculty Chairman, who 
is elected by the faculty at large. The Faculty Council functions 
in an advisory capacity to the Provost, the Director of Programs 
and the Dean of Faculty in administrative or academic matters 
involving policy, regulations, procedures, or other concerns deemed 
worthy of attention by the Council or its committees. 
ASSESSMENT MECHANISMS 
The two principal sources of assessments of faculty matters 
are the administration and the Faculty Council. on many oocasions 
the administration has appointed ad hoc committees to crystallize 
thinking on an issue or facilitate some constructive action. The 
Faculty Council constitutes a body that makes continuous 
assessments of the environment at the School in order to maintain 
a constructive, professional atmosphere for the faculty and 
students. It works to maintain and preserve the conditions 
required for a society of teachers and learners to prosper. In 
this role it has commissioned and completed many independent 
studies of worth over the years, and several have been included in 
this report. (See Appendices H, J, F, B, L, C). One involved a key 
faculty survey, which is described below. · 
ISSUES 
o Faculty Council survey 
A faculty opinion survey was conducted in 1986 for the 
purpose of isolating issues that would serve as Council priorities 
andagenda items for the following year. The questionnaire was 
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broadly based, touching upon a vast array of topics, and the 
responses highlighted areas for which there was satisfaction and 
other areas where discontent pointed out the need for attention and 
action. As it has turned out, the survey was fertile enough to 
provide a profusion of issues that have been profitably focused 
upon for the past two and a half years by follow-on studies. The 
complete report is contained in Appendix B, including the survey 
questions, a tabulation of the results, an analysis of the results, 
and some recommendations for future undertakings. 
Centers of excellence were endorsed by the report, which 
provided a basis for broad agreement between faculty and 
administration on this significant element of the School's future 
plans. The center of excellence concept normally encompasses 
excellence in research, but there was much division of opinion 
between how much effort should go into intensifying research and 
how much should be devoted to improving dedication to good 
teaching. There was broad concern that the elements were not in 
place to foster and maintain excellence in teaching because of the 
structure of the career reward system. This led to the formation 
of a committee by the Provost in 1986 to invei;tigate faculty 
activities,· incentives and evaluation. The "Marta" Committee final 
report of March l987 is included in Appendix G. 
o Faculty Activities, Incentives And Evaluation (Marto Study) 
This thoughtful report addressed the issues broadly and 
thoroughly and recommended that evaluation be based upon two broad 
categories of contributions: internal and external. A wide range 
of examples of desired contributions were included to show the 
spread of career profiles that are needed at NPS. Suggestions were 
made on how all contributions could be given value in the pay, 
promotion and tenure decision process; and to support the 
evaluation suggestions, recommendations were made on changes needed 
to foster faculty development and activity in the areas that best 
ser'Ve the School in the conduct of its mission. 
The case of the faculty member whose interests runs 
primarily to teaching was specifically addressed. Recommendations 
were made concerning how to interpret·scholarly production so that 
recognition could be given to those wanting to emphasize their 
stronger talent in teaching. The report was looked upon favorably 
by the administration, receiving a written endorsement by the 
Provost and Superintendent and distribution by them to the entire 
faculty in May, 1987. The report has come to be called the Marta 
Report, after the chairman of the original ad hoc committee. The 
report in its entirety is included as Appendix c. · .
. The Marta report has already produced changes in some 
fundamental procedures and attitudes at NPS. For example, faculty 
criteria for promotion and tenure are now described in ••internal•i 
and "external" contributions to give greater weight to instruction 
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and to Navy-oriented contributions. Another example is the 
importance of objectivity in the faculty committee evaluating a 
promotion case. The recommendations touched on many core elements 
of the School, however, and not all have been completely 
implemented as yet. -As a continuation of the current self study, 
the Provost has requested that another ad hoc committee be formed 
to review the report and the current practices of the School 
thoroughly to determine if other actions need to be taken relative 
to the work of the original committee. The chairman of the 
original committee will serve as an advisor to the new committee. 
o Faculty Activity Tracking and Evaluation 
Faculty pay, promotion and tenure proceedings have been 
· intensely reviewed by both the faculty and the administration. 
This process has brought evolution and change to the system, but 
it will probably continue to be an item of intense interest because 
of the vital nature of it to all involved. More recently, the 
application of government regulations that stipulate the 
requirement to account for faculty work time have led to further 
study of the problem and ultimately to the development and recent 
adoption of a faculty activity tracking system that will not only 
meet the regulatory requirements, but will also help to implement 
the Marto Report in many areas. 
- Workload Plan 
At the beginning of each quarter, each faculty 
member, in coordination with his/her Chairman, fills out a faculty 
workload plan. The purpose of this form is to plan and document 
all work to be undertaken for the quarter. Completed copies of the 
workload forms are given to the Dean by the Chairman. The workload 
forms have proven to be useful in documenting the wide range of 
time-consuming activities engaged in by faculty members. 
- Activity Report 
At the end of each calendar year every faculty 
member completes a Faculty Activities Report. This report 
summarizes all of the years activities, including both statistical 
summaries such as courses taught and publications and subjective 
information such as progress made on projects. Activity reports 
are delivered to the Chairman, then forwarded to the Dean and 
Provost. 
- Performance Appraisal 
Faculty Performance Appraisal is the official, 
yearly evaluation of the quality of each faculty member's 
performance of his/her basic responsibilities. The initial 
appra~sal rating is assigned by the Department Chairman and is 
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subsequently reviewed by the Dean and Provost. If necessary, the 
rating can be modified with agreement by all three. This extensive 
review process is used to insure uniformity of rating procedures 
across the academic departments. Once this process is complete and 
the rating form signed by the Superintendent, it is given to the 
faculty member by the Chairman and discussed. Extensive procedures 
for informing and counseling faculty whose performance is less than 
fully satisfactory are in place. 
o Faculty Rewards 
There are three types of faculty rewards: (1) Annual 
Merit Step Increases, (2) Promotion and Tenure, and (3) Annual 
bonuses. The process for each is described separately. 
- Merit Step Increases 
For tenure track faculty, merit salary increases are 
awarded in the spring of each year, with the pay adjustment made 
on July 1. The School's budget allows for a number of steps 
approximately equal to the number of tenure track faculty. Some 
faculty receive multiple steps, some none. There is no connection 
between these steps, which are for merit, and the yearly cost-of-
living increase, which is awarded to all employees. Each 
Department Chairman recommends to the Dean the number of pay steps 
he wishes to allocate to each faculty member. The Dean and Provost 
confer on the merits of the cases and decide on the final 
distribution. 
- Promotion and Tenure 
This is an annual process since all faculty who are 
below the rank of professor are counseled annually counseled on 
their performance and what they individually need to do to be 
successfully promoted or tenured. The yearly formal process begins 
in September.· Each department examines the case of all faculty 
below the rank of professor, and a decision is made on which 
candidates to recommend for advancement. The department Chairman 
assigns a promotion committee to handle the case of each candidate. 
At this time the Chairmen inform the Dean of the individuals who 
will be candidates. 
The committee is responsible for examining, 
preparing, and presenting the case of the candidate. In order to 
have as balanced an examination as possible, one member of the 
committee must be from outside the candidate's department. If the 
candidate is a member of an academic group, the Group Chairman may 
place a person on the committee. The committee, with the help of 
the candidate, prepares written documentation of the case. A 
crucial pe>rtion of this package is letters from outside tl1e school, 






When the package is complete I the results of the 
investigation are presented to the candidate's department (that 
subset which is senior to the candidate) and a vote taken. If the 
vote is positive, the Chairman advances the case to the formal 
promotion and tenure proceedings by delivering the package to the 
Dean. 
Candidate packages are given to the Promotion 
Council and a verbal presentation of each case is made to the 
Council. The Naval Postgraduate School Promotion Council consists 
of the following people: 
Provost 
Dean of Faculty 
Director of Programs 
Department Chairmen 
Academic Group Chairmen 
Faculty Chairman 
Faculty Professional Practices Committee 
Chairman (observer) 
If the candidate is a member of an Academic Group, the Group 
Chairman also makes a presentation. After the verbal presentation, 
the members of the Council submit, in writing, any questions they 
have and their preliminary vote to the Provost. The Provost 
correlates the questions and gives the resulting list and 
preliminary vote to the candidate's Chairman. One week later the 
Chairman answers those questions before the Council and discussion 
of the case proceeds for as long as is necessary. During the 
following week, the Council members deliver their final vote on all 
candidates to the Provost. 
The Provost and Dean prepare summaries of each case 
for presentation and recommendation to the Superintendent, who has 
the responsibility for the final decisions. 
At any step in the process those who are considering 
the case may ask for more information or clarification. This is 
often done with the result that, when the final decision is made, 
the candidate has been given as thorough a hearing as possible. 
If the decision on a candidate at the department 
level is negative the candidate may take his/her case to the 
faculty Professional Practices Committee. The Committee evaluates 
the facts of the case and, if they wish to do so, can advance the 
case to the Promotion Council. If this is done, the Committee has 
the responsibility of presenting the case. 
- Annual Bonuses 
·Bonuses are presented for outstanding performance 





promotion, and tenure processes. In each department the Chairman 
forms a committee to consider the year's activities of every 
faculty member, including adjuncts. The committee submits a 
prioritized list via the Chairman to the Dean, to the Provost, and 
ultimately to the Superintendent. At each step in the process the 
submitter can add the name of the person ( s) who submitted the 
list (s) to him. All prioritized lists are forwarded in the process 
to insure that the final decisions are made with full knowledge of 
the wishes of all evaluators. The original committee is 
responsible for preparing a written statement of the activities 
that qualify the person for a bonus, and the same is true for the 
person who adds a new name to the list he forwards. The final 
decisions and awards are made by the Superintendent. This 
procedure has been in operation for two years and seems to be 
working satisfactorily. 
o Use of Faculty Time 
The need to upgrade courses and curricula regularly takes 
considerable faculty time. A move by the administration two years 
ago has placed such activity in the workload plan and the faculty 
budget, so that Department Chairmen can provide time for faculty 
who are needed to upgrade and/or develop new courses. In the 
overview written of the individual department self studies, it was 
noted that several departments were finding that currently there 
is insufficient faculty budget for this task; thus, much of the 
course and curricular development is being done on an overload 
basis. This has been addressed in faculty budget planning in POM-
90, and further requests for funding are made in POM-92. 
There are no teaching assistants at NPS; thus, faculty 
members are responsible for all recitation sessions, all grading, 
and all laboratories. This represents a faculty effort not usually 
found at other comparable graduate institutions. While a dedicated 
faculty member can overcome such deficiencies, it is not the most 
productive use of faculty time, and a penalty is paid by the 
faculty, administration, and ultimately the students, for it. 
The amount of paperwork required for travel 
justification, purchases, research proposal administration, and 
general departmental administration has increased significantly in 
the past ten years. Faculty spend too large a fraction of their 
time typing, photocopying, routine phone calling, etc. A higher 
level of administrative support is needed for the academic 
departments so that faculty time does not get diverted into non-
faculty activities. Further administrative staff support for the 
departments requested in POM-92 is intended to relieve some of this 
problem. 
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FACULTY COUNCIL STUDY ON EXCELLENCE 
In an effort to crystallize and unify thinking about what 
constitutes excellence in schools in general and especially the 
Postgraduate School, the Faculty Council created an "Ad Hoc 
Committee on Excellence" to identify and refine the "shared vision 
of excellence" held by NPS faculty and, focusing on those factors 
likely to contribute to achieving true excellence, to suggest a 
strategy to be implemented at NPS> Since it was critical that this 
Committee understand as fully as possible the perceptions and 
opinions of the faculty as a whole, the Committee met in two-person 
teams with many departments and academic groups to solicit 
individual and collective feedback. Prior to the meeting, each 
department or group was provided a summary of preliminary 
deliberations, which focused on what were considered to be generic 
characteristics of an excellent organization and the elements which 
comprise a shared vision of excellence at NPS. 
As a foundation for the discussions, the Committee asserted 
that a school as an organization would be successful in pursuit of 
excellence if: 
* Leadership clearly articulates school goals and 
objectives and demonstrates commitment to them. 
* Pride in accomplishment is shared by the faculty and 
by the Administration. 
* Leadership constructs and utilizes systematic 
incentives and positive feedback to motivate and 
reward individual faculty excellence congruent with 
achievement of excellence: 
* The faculty believe they has significant input into 
the decision-making process and therefore that the 
institution will reflect their vision: and, 
* New ideas and actions are actively solicited and 
supported. 
The Committee met with each department and group and collected 
their inputs on the meaning and ramifications of the pursuit of 
excellence at NPS. The Committee then synthesized and discussed 
this information in a number of meetings. As a result, they 
developed both a proposed strategy and a set of recommended actions 
to support its success. 
O An NPS Strategy for Excellence. 
* It is imperative that the mission of NPS and all roles 
in it be respected. The morale and self-esteem of the 
faculty will directly impact on its ability and desire 
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to reach excellence. This requires that they enjoy 
and take pride in what they do, that it be valued by 
the School and Navy Leadership. 
* Be more active and effective in relations with 
graduates and with DOD/DON contracts. 
* Encourage and support administration initiatives that 
provide greater leadership, vision, and advocacy of 
policies and programs that support the faculty and 
mission. 
* Develop a more integrated, robust and expanded view 
of the scope and desirability of the faculty's 
collective "Scholarly Activities. 11 Leadership in this 
dimension has been diminished since the abolition of 
the position of Dean of Research. 
* Continually evaluate curriculum philosophy. 
o Recommendations 
The Committee made a number of specific recommendations 
for actions which would further the strategy's success. These 
included: 
* Continue to develop better, broader measures of 
teaching effectiveness. 
* Establish criteria for class size and faculty 
instruction workload that recognize and impact on 
quality of output. 
* Establish guidelines for the number and evaluation of 
adjunct faculty. 
* Ensure that the bonus system and merit pay increases 
recognize contributions to instructional excellence. 
* Do a better job of communicating with present students 
to ensure that most appropriate/useful feedback is 
received, and with graduates to monitor our success. 
* Establish an NPS Research Center to logistically 
support the research activities of NPS and provide an 
umbrella for the varied research activities. 
* Establish Research Chairs for our own faculty. 
* Minimize the bureaucratic and 





* Investigate methods of providing more attractive 
support staff salaries, and flexibility in providing 
merit raises to attract and keep the best quality 
people. 
* Investigate ways to obtain relief from the pay cap. 
* Investigate 
incentives. 
and develop innovative recruiting 
The Final 'Report of the Committee was accepted and endorsed 
by the Faculty Council. The report in its entirety is contained 
in Appendix F. The department representatives then discussed the 
recommendations with their faculty and prioritized those which had 
the highest degree of support. These were communicated to the 
Administration and a number have been acted upon at this point, 
including plans to establish a Dean of Research, active pursuit of 
a resolution of pay inadequacies, increased public recognition of 
faculty accomplishments, plans for the formation of an alumni 
association, and efforts to accommodate nontraditional faculty 
career paths, and increased emphasis on instruction through 
creation of a Dean of Instruction. 
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VII. STUDENT HATTERS 
CURRENT STATUS 
students at NPS are on full salary while pursuing their 
studies and are supported by the full array of military benefits 
such as medical and dental care, housing, legal services, etc •. 
These amenities tend to eliminate many of the normal distractions 
to concentrated learning. Furthermore, no professional duties 
are assigned while they are here, so that the student can devote 
his/her full attention to classes and studies. The majority of 
students are married, and some family pressures do exist, but the 
inherent stability of family life acts to offset these pressures 
and provide the student with a high probability of success. 
o Student Minority Representation 
Selection of students is determined by the personnel 
assignment of each service or agency represented at the School. 
Since this is a Navy School and Navy students make up the· 
majority of students, the statistics for this service are 













These numbers are in close agreement with the officer statistics 










1.1% o. 5% 
Additionally it is noted that 10.4 % of Naval Officers are women, 
while i1.1 % of tne Naval Officers enrolled at NPS are women. 
The Navy Affirmative Action Plan requires the Navy 
annually to monitor and analyze selections for postgraduate 
education, _identify causes and propose corrective actions if 
significant variances exist between either minorities or women 
and the total community. As noted above, the most recent review 
showed no significant variance and no action has been proposed. 
It should also be noted that the student body includes 
299 foreign students from 28 countries. This international 




Several task groups were formed as a part of this self study 
to consider matters that related directly to students' lives, 
both academic and nonacademic. These involved a variety of 
issues such as recreation, family services, religious life, 
support for internationals, etc., and the reports are contained 
in reference [16]. As a part of other assessment efforts, 
additional student issues emerged such as impediments to pursuing 
a classified thesis project and adequate time for in-depth 
analysis and creative thought in a busy study schedule. seven 
issues are discussed as items of interest for improving the 
student's quality of life, as well as assisting him/her to get 
the most out of this educational opportunity. 
ISSUES 
o Course Load 
The course load of NPS students is high, when compared 
to that carried by graduate students in other universities. 
Because of the officer's need to return to operational 
assignments as soon as possible to remain competitive in future 
promotion reviews, and because the single largest cost in the 
education of military officers is the students' salaries, each 
quarter is scheduled to full capacity. All prerequisites and 
review courses, degree requirements and military educational 
skill requirements must be completed in a programmed amount of 
time of typically six to eight quarters, and the fixed study time 
length is assigned prior to the students' arrival, so that a 
departure time has already been projected. 
Additionally, 46% of the students study in areas 
dissimilar to their undergraduate degrees, and this requires 
extra course work in completing prerequisites to the regular 
program. All of these forces tend to pack the schedule and drive 
them toward a more and more structured and constrained study 
program. Thus, the students spend most of their time on learning 
that days material. As was mentioned previously, a pilot study 
program to assess whether improvement can be made in this regard 
to allow more self directed study and individual initiative has 
been undertaken by the Physics Department. 
The thesis, which is required of nearly every student, 
is one of the ~itigating factors in this situation. As of now, 
the sentiment is to accomplish the coverage of vast amounts of 
material in a concentrated and structured manner, through a high 
density course loading, and to develop the critical independent 
analytical skills in the thesis research. This gives a good 
combination of study experiences for NPS students. · 
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Further discussion of these items was included under 
Academic Issues in Chapter III of this report. 
o Individual Study Spaces 
It is desirable for each student to have a study space 
~ on campus in the area of the department of study. student study 
spaces are designated to provide a private, quiet, and orderly 
environment for individual study. Currently it is possible to 
assign spaces to most of those students who have begun their 
thesis research. Spaces are distributed to Curricular Officers 
and/or Department Chairman based upon the number of students 
involved in thesis research. Priority for spaces goes to thesis 
students who are the most senior in their projected departure 
date. It will continue to be a an objective to provide as many 
students with individual study spaces as possible. Spaces will 
be severely limited, however, until the new academic building and 
the new library expansion are completed in 1992. 
o Impediments to Classified Research 
In recent times, the Superintendent has emphasized the 
need to expand the amount of classified research done on Navy 
problems by both faculty and students. In assessing the current 
situation,.it has been found that students who desire to engage 
in classified thesis research encounter security requirements 
that act as strong deterrents. These hurdles discourage students 
from selecting classified thesis topics and sometimes disqourage 
faculty from pursuing classified research· projects altogether 
where a choice exists to pursue something else. Impediments to 
classified work result from difficulties in establishing and 
maintaining the following: 
· * approved rooms for classified study and research 
* approved ADP Equipment for processing classified data 
·•thesis typists with cleared access to required 
security levels 
* proper containers to store classified documents at 
the confidential and secret levels 
• thesis handling and distribution 
The design of the new library extension includes 
adequate space and facilities, as well as the proper control 
environment for classified study, reference work, convenient 
storage of documents, and protected writing facilities. Similar 
spaces are planned in the new academic instruction building. 
oJoint Professional Military Education (JPME) 
A major challenge facing NPS is the conflicting demands 
on officers to attend graduate education on the one hand, and on 
the other,.the newly created Congressional demand to acquire 
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Joint Professional Military Education (JPME). Current Navy 
assignment policy results in only about 10% of the Naval Officers 
receiving postgraduate and service war college assignments, which 
is a prerequisite for joint duty assignments. JPME has the 
potential of diverting some of our best and brightest officers 
away from graduate education. The likelihood of this occurring 
will be significantly reduced if NPS curricula are formally 
recognized as valid for JPME preparatory education. NPS plans to 
restructure a modest portion of its curriculum and to secure DoD 
approval for Phase I JPME at NPS by FY91. 
o Extra-Curricular Environment 
A variety of recreational facilities and other services 
exist at NPS. Dining and club facilities, intramural sports, 
tennis courts, golf course, sailing marina, and sports playing 
fields are all a part of the environment. There are 877 family 
residences maintained by NPS, and Bachelor Officer Quarters (BOQ) 
rooms for single officers (male or female). For those students 
not able to get on-base housing, they receive allowances 
sufficient for them to afford adequate housing off base. For 
help in reducing student stress, there is a small Family Service 
Center that assists with finding housing, in-home child ·care, 
and, along with the command's religious program, counseling and 
assistance. On base is located retail shopping outlets, child 
care and pre-school facilities. 
All of these facilities fill a very great need; 
however, in several cases they are of insufficient size to 
accommodate the demand. A new gymnasium is in the construction 
plan for the 1990's, more housing will be sought in the future, 
but it is a long lead-time item. Possibilities have been and 
will continue to be explored at the nearby Army base, Fort Ord. 
A new Child Care Center will begin construction in FY90. 
The Chaplains need additional facilities in the form of 
a religious center to carry out a more robust program. currently 
the spaces used for religious education are interspersed around 
the campus, which are two blocks away from the Protestant chapel 
and three blocks away from the Catholic Chapel. This distance 
creates problems for parents who must deliver and pick up their 
children between chapel services. Without such a center it is 
necessary to rent baptismal facilities and fellowship meal 
accommodations at times when such are needed. This issue remains 
to be addressed. 
The housing area contains numerous playgrounds for the 
children and is collocated with an elementary school. While all 
physical facilities are not ideal, the quality of life programs 
at NPS are well attended, provide a large array of services to 
the students, and are well received. 
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o International Students 
The Naval Postgraduate School International students are 
from 25 to 30 foreign countries at any given time and are all 
military officers in their respective country's armed forces. 
Some pose no additional problems not encountered with U.S. 
students, but others require more support for themselves and 
their families. A program involving sponsors to familiarize them 
with U.S. customs and the workings of U.S. government and 
societal institutions is provided. An international office is 
set up specifically to support these students and their families. 
An official International committee assists in these functions 
and sponsors social and cultural events as well. There is much 
good that is being done to host well these visitors from foreign 
cultures, many of whom are destined to rise to positions of 
prominence within their own countries: however, an analysis of 
this program has shown a modest expansion is needed, and such has 
been sought in POM 92 (Appendix D). 
o Alumni Relations 
There is currently no Alumni Association for the Naval 
Postgraduate School. Recent assessments have led to the 
conclusion that the School could be improved by developing a 
closer relationship with its alumni. The first step in the 
formation of such an association has recently been taken in that 
an effort to locate graduates has been undertaken. once this is 
accomplished, a determination will be made on exactly what form 





VIII. A FINAL ASSESSMENT 
The institutional self-assessment process has involved a large 
fraction of the campus. It formally has been essentially a one-way 
street in which self studies have been generated by individual 
groups and passed into a central coordination point. The process, 
however, has induced significant actions throughout the institution 
long before this report was written. Many new initiatives, as 
described in this assessment, are under way. The process 
contributed significantly to the preparation of POM-92 which 
contains a response to many of the needs identified. The 
distribution of this report constitutes a significant step in the 
development of future changes. In the composite, these changes and 
plans demonstrate that NPS does not intend to rest on its laurels, 
but rather it intends to grow in quality and effectiveness in 
accomplishing its stated mission. 
FUTURE PLANNING 
The Postgraduate School has long experience with the difficult 
problems of educating typical college graduates, who have majored 
in almost any discipline (the most recent star graduate achieved 
a Master's Degree in Electrical and Computer Engineering following 
an undergraduate major in Theology!) , in highly technical or highly 
analytical graduate disciplines. This has been accomplished within 
the constraints · of a very limited time block, and with few 
exceptions, each program results in a Master's pegree. 
This success has been achieved by very carefully tuning the 
curricula, the individual courses, and by providing timely support 
for the student in the program. It is apparent that one should not 
make major changes in an educational process which has proved so 
successful. Nevertheless, it is important that NPS plan ahead to 
acquire the resources needed to improve the quality of the work, 
to provide the opportunities to include the new technologies that 
arise, and to ensure that the taxpayers' dollars continue to be 
spent as effectively as possible in the future. Therefore a 
coherent planning process is an important component of the future. 
The increasing number of students who are sent to NPS because the 
Navy and the other services believe this education is important to 
their missions, the changing demographics and its effect upon 
recruiting faculty, and the changes and complexity of Government J 
regula~ionsalso make careful planning for the future an important 
necessity.· 
NPS already has a plethora of planning, budgetary, and 
curri~ula+ reviews. It is important that these be tied together 
in one seamless planning process that places before its sponsors 
a concise statement of NPS needs and intention$. It is the intent 
of'the administration to make use of this self-assessment as the 
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initial step of a new more coherent strategic planning process. 
NPS will begin the planning cycle by preparing its draft of a 
Strategic Plan in time for the Board of Advisors' meeting in May 
of 1990. Following the discussion then, a revised draft will be 
presented to the meetings of the GERG and GERB in the Fall, 
together with a report on the status of the last POM. The advice 
of the GERB will be incorporated into a new draft of the strategic 
Plan to be used for developing the mid-POM review. The two of 
these will be used for the off-year Board of Advisors• meeting, 
and that will lead to the submission of the next POM in the Fall 
of the odd years. That year's GERG and GERB will receive a report 
on the POM submission. Following the GERB, the process begins anew 
with a thorough review and update of the existing strategic Plan 
in the next even-numbered year. 
A FINAL WORD IN THE POSITIVE 
This very thorough assessment of the Postgraduate School has 
been made in an effort to find every issue of substance. The 
individual assessments were made with the WASC Handbook of 
Accreditation at hand, and these have been organized in volumes 
related to the individual standards. It is our belief that this 
institution meets these standards easily. It is far easier to find 
issues than it is to correct and improve them; far easier to 
criticize and find fault than to effect constructive change and 
obtain better results. However, a very careful look at the 
Institution has revealed it to be fulfilling its mission capably, 
amply fortified with review and evaluation mechanisms, and 
abundantly endowed with faculty and staff that possess the 
capability and the desire to improve it constantly. 
This self-assessment has not been slanted to present a view 
through rose-colored glasses. Lest the reader draw the wrong 
conclusion from the candid presentation of the difficulties within 
the present organization, difficulties with federal bureaucratic 
rules, difficulty in getting MILCON support, and difficulty in 
securing equitable salaries for faculty and staff, this report must 
conclude with a direct statement of fact. The institution 
accomplishes a miracle of modern education. It is meeting the 
needs of the military with a success exceeding any earlier time. 
It does so with enthusiasm, for the future. It generates exciting 
research output that is utilized widely in the services, and most 
important of all, it generates graduates who have demonstrated 
problem-solving and leadership skills that speak well for the 
future of America's armed services, no matter what that future may 
bring. Al though much remains to be done, NPS is proud of its 
accomplishments, and looks forward to even greater ones in the 







All basic studies performed and collected under this self 
study have been assembled into a ten volume set, and they serve as 
the source documents for this Self Study Report. Titles of volumes 
one through nine correspond to the principal accreditation 
standards, and each study was assigned to the volume which most 
closely corresponded to its contents. Volume ten contains the 
organization of the basic study task groups and their charters for 
acting. The basic references are housed in the office of the 
Associate Dean of Academic Administration. 
l. Volume X Organization and Planning for the Study 
2. Naval Postgraduate School Course Catalog. Academic Year 
1989, page 29 to 98. 
3, Volume III Governance and Administration 
4. Naval Postgraduate School Faculty Handbook. 
s. Volume I Institutional Integrity 
6. Volume II Institutional Purposes, Planning and 
Effectiveness 
1. Volume IVF Educational Programs 
8. Volume v Faculty and Staff 
9. Volume IVA Educational Programs 
10. Volume IVB Educational Programs 
11. Volume IVC Educational Programs 
12. Volume IVD Educational Programs 
13. Volume IVE Educational Programs 
14. Volume VI Library, Computing and Other Information and 
Learning Resources 
15. N~val Postgraduate School Organization and Regulations 
Manual. 
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APPENDIX A 
INDEX OF INDIVIDUAL SELF STUDY REPORTS 
VOLUME I INSTITUTIONAL INTEGRITY 
CNO Graduate Education Policy Statement 
SECNAV Instruction 1524. Policies for NPS 
IGDG 5500.8, Defense Ethics, A Standard of Conduct 
Guide for DoD Employees 
SECNAV Instruction 5370.2J Standards of Conduct 
NPS Instruction 5370.2, Standards of Conduct 
NPS Instruction 5370.1, Honor Code 
VOLUME II INSTITUTIONAL PURPOSES, PLANNING & EFFECTIVENESS 
Program Objectives Memorandum (POM) 92 
POM 90 Executive summary 
NPS Seventh Annual Report to the GERG 
Faculty Council Study on Excellence 
Self study on External Relations 
Navy Flagship Institutions Strategic Mgmt Plan 
VOLUME III GOVERNANCE AND ADMINISTRATION 
Charter for the Graduate Education Review Board 
Self study on Academic Groups 
Self Study on Institutional Internal Review 
Schedule for Internal Reviews of Departments 
EEO Affirmative Employment Program Plan 
1989 Affirmative Employment Program Report 
1988 Affirmative Employment Program Report 
1989 Handicap Program Report 
Department of the Navy Grievance Procedure 
Regulations & Guidelines for students 
Provost's Address on the state of NPS 
Thesis on NPS: An Organizational Assessment 
VOLUME IV EDUCATIONAL PROGRAMS 
IV A Self study Questionnaire for Review of 
Engineering Programs 
Self Study for Aeronautics & Astronautics Dept 
IV B Self Study for Electrical & Computing Engineering 
Self Study for Mechanical Engineering Department 
IV C Self Study for Meteorology Department 
Self Study for Oceanography Department 




IV D summary for Information & Policy Sciences Division 
Self study for Computer Science Department 
Self Study for Mathematics Department 
Self Study for Administrative Sciences Department 
Self Study for Operations Research Department 
Self Study for National Security Affairs Department 
IV E summary for all curricular Off ices 
Self study for Operations Analysis curricular Office 
Self Study for Aeronautical Engineering Currie Off. 
Self study for Elect & Communications Currie Off ice 
·Self Study for Weapons Engineering curricular Office 
Self Study for ASW/EW Curricular Office 
Self Study for Naval Engineering Curricular Off ice 
Self Study for Administrative Sciences Currie Office 
Self Study for National security Affairs Currie Off. 
Self study for Joint CJ curricular Office 
IV F Faculty Council study on Class Size 
Self study on Academic Program Transitioning 
Report of the Student Self Study Survey 
VOL'QMB V FACULTY AND STAFF 
1987 Faculty Opinion survey 
Report of Committee on Faculty Activities, 
Incentives and Evaluation 
Report of Committee on Academic Goals and the Role 
of Research 
Results of 1987 Faculty Questionnaire on Research 
Results of 1988 Faculty Questionnaire on Research 
Faculty Council study on Excellence 
Report of Academic Council Study on Master's Degree 
· Requirements · · 
Faculty council study on Faculty Salaries 
Faculty Activity Tracking Documents · 
Department Policies for Evaluation of Instruction 
VOLUHB VI LIBRARY, COMPUTING AND OTHER INFORMATION RESOURCES 
Self Study Report of the Dudley Knox Library 
Self Study of the W. R. Church Computer Center 
Self Study Report of Management Information Systems 
NPS computer Information Management Plan (CIMP) 
Self Study Report of Educational Media Department 
Self Study of Research Administration Information 
;~ 
' 
VOLUME VII STUDENT SERVICES AND THE CO-CURRICULAR ENVIRONMENT 
Self Study Report of Recreational Services Dept 
Self Study Report of International Students Off ice 
Self study Report on Religious Services & Programs 
Self Study Report on Dental Services 
Family Service Questionnaire 
Self Study of Mail and Correspondence & Records 
Constitution of the Officer Student Advisory 
Committee 
VOLUME VIII PHYSICAL RESOURCES 
NPS Military Construction Plan through 1995 
VOLUME IX FINANCIAL RESOURCES 
Financial Plan for Fiscal Year 1989 
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NAVAL POSTGRADUATE SCHOOL 
Monterey, California 
13 Feb 87 
MEMORANDUM 
Subject: Report on Faculty Survey 
To: Faculty 
From: Faculty Chairman 
1. Attached is Professor Andrus• Committee's report and summary 
evaluation of the faculty survey conducted by the Faculty Council 
last year. 
2. The Faculty Council will be using the results of this survey, 
plus the comments of individual faculty through their Department 
Representatives, to set the Council agenda and priorities for the 
coming year. 
3. I would strongly encourage each member of the faculty tc:> take 
the time to review this report and its conclusions. While you may 
individually agree or disagree with the survey•s conclusion on 
specific points, I would hope that you would recognize that the 
perceptions reported are held by a significant number of your 
colleagues. I would also urge you to communicate your individual 
recommendations and reactions to your Council representatives. 
4. Lastly, I hope that we will all view this report as offering 
an opportunity for positive introspection and creative change. 
The entire faculty must be continually involved if NPS is to 
achieve the dual goals of academic excellence and Naval 
preeminence described by the Superintendent. If we allow this 
report to be nothing more than an opportunity to indulge in some 
academic "finger-pointing" then I feel we will have missed,a 
major opportunity to actively impact the growth of NPS. 
Distribution: 
1 Each Faculty Mem(9 
01, 011, 012, 013, 01.ll 
0141, 0145, 05, 06 
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Very Respectfully, 
·~-· / Arthur L. Schoenstadt 
Faculty Chairman 
• 
NAVAL POSTGRADUATE SCHOOL 
FACULTY COUNCIL 
13 January 1997 
From: Faculty Council Ad hoc committee to Evaluate Faculty 
Opinion survey Questionnaire Results. Professors Andrus, 
Coppens, Eoyanq, Kirk and Weir. 
To: Faculty Council 
Subj: Faculty Opinion survey Questionnaire Preliminary Evaluation 
~eport 
Enc: subject Report 
Ref: (1). Faculty Chairman Memorandum of 4 December 1986. 
(2). Faculty Secretary Memorandum of 25 November 1986 with 
faculty Survey Results Enclosure. 
(3). survey of Faculty opinion Open-Ended Remarks. 
(Available from Faculty secretary) 
l. The committee submits the enclosed report for review and ac-
tion by the Faculty council. 
2. The report contains five sections. Section l contains tbe sur-
vey questionnaire. Section 2 contains a statistical &UlllJllary of 
the participatinq faculty. Section 3 contains a statistical sum-
mary of questionnaire J:esults for questions 1-44. Section 4 con-
. ta ins a SUJUlary of ·open-ended comment resul t11. section 5 contains 
an intex-pretation of the results in the form of suqqestions for 
Facultf Council concerns and actions. 
Respectfully submitted, 
a .. CL,JA+g, 
Profess.or A.· Andrus 
Committee Chairman 
·-·-·- .. 
FACULTY SURVEY PRELIMINARY EVALUATION REPORT 
Prepared by Faculty Council Ad hoc CoJllDlittee 
Professors Andrus, Coppens, Eoyang, Kirk, Weir 
January 13, 1986 
Introduction 
This report contains a preliminary evaluation of the results of 
the faculty opinion survey questionnaire that solicited faculty 
opinion on matters of academic administration at the Naval 
Postgraduate School. The survey questionnaire was distributed to 
all faculty of the Naval Postgraduate School on 14 october 1986 
by the Faculty Council. 
The survey questionnaire contained three question segments. Seg-
ment 1 contained 44 faculty opinion questions that were answered 
by a scale response from 1 to 5. Segment 2 contained four ques-
tions that described the responding faculty member. Segment three 
contained eight faculty opinion questions that were answered with 
open-ended remarks. 
This report contains five sections. Section 1 contains the survey 
questionnaire. Section 2 contains a statistical summary of the 
participating faculty. Section 3 contains a statistical summary 
of questionnaire results for questions 1-44. section 4 contains a 
summary of open-ended comment results. Section 5 contains an in-
terpretation of the results in the form of suggestions for 








1. Tbe Questionnaire 
gyesti2nnaire Segment 1 
This segment of the survey questionnaire contained 44 facu1ty 
opinion questions with response on a scale from 1 to 5. The 
response scales were: 
1. Little or no degree. 4. Considerable degree. 
2. Slight degree. 5. Very great degree. 
3. Moderate degree. 




To what degree does the Naval Postgraduate School pay, 
promotion and tenure system place emphasis on quality of 
teaching? · 
To what degree does the Naval Postgraduate School pay, 
promotion and tenure system place emphasis on publications 
and research? · 
To whatdegree does the Naval Postgraduate School pay, 
promotion and tenure system place f!Pllphasis on contributions 
to mission of the Navy and Marine Corps? 
a4.· To what degree is the present pay, promotion and tenure sys ... 
t4!l1it fair and consistent? 
Q5. To what degree is teaching excellence adequately evaluated? 
Q6. To what degree is there overemphasis on research? 
Q7. To what degree is there balanced evaluation regarding 
publishing? 
QI. To what degree is the Naval Postgraduate School pay, promo-
tion andten\lre systemtborougb? 
Q9. To what degree is the Naval Postgraduate School pay, promo-
tion and tenure system promoting those best suited for fu ... 
ture contributions to the Naval Postgraduate School mission? 
QlO, To·what degree is the Naval Postgraduate School pay, promo-
tion and tenure system resistant to special interests and 
favoritism? .· · ., .. 
Qll. To what degree ia the annual rank ordering of faculty ac-
curate and fair? 
Q12. 'J;'oowhat degree should the Naval Postgraduate School pay, 
promotion and tenure criteria be the same as civilian 
aoademic .in•titutions?·· 
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Q13. To what degree are you satisfied with the administrative 
structure / organization of the Naval Postgraduate School? 
Q14. To what degree do you think the current systea of faculty 
governance is effective and responsive to the needs of the 
Naval Postgraduate School? 
Q15. To what degree are you satisfied with the role of the 
faculty council in decision-aaking at the Naval Postgraduate 
School? 
Q16. To what degree do you think the faculty should have a more 
active role in the developaent of the Naval Postgraduate 
School policy? 
Q17. To what degree do you think the Naval Postgraduate School 
actively pursues academic excellence in its educational 
programs? 
Q18. To what degree is the faculty in your department committed 
to excellent teaching? 
Q19-38. To what degree are you satisfied with the services 
provided by the: 
Q19. Provost's Office and Academic Staff? 
Q20. comptrollers Off ice? 
Q21. Public Works Department? 
Q22. Registrar's Off ice? 
Q23. Bookstore? 
Q24. Off ice of .Research Administration? 
Q25. Scheduling Office? 
Q26. Office of continuing Education? 
Q27. Supply Department? 
Q28. Library? 
Q29. Security Patrol Office? 
Q30. Recreation services? 
Q31. commissioned Officers and Faculty Club? 
Q32. Civilian Personnel Office? 
Q33. Military Personnel Office? 
B-6 
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Q34. Personnel Support Detachment / Travel? 
Q35. Computer Center? 
Q36. Educational Media? 
Q37. Print Shop? 
Q38. Navy Exchange? 
Q39. To what degree is faculty participation/involvement in 
operational curricula rewarded/recognized? 
Q40. To what degree is faculty research in areas of current 
operational concern encouraged and supported at the Naval 
Postgraduate School? 
Q41. To what degree is faculty consulting with Navy organizations 
encouraged and supported by the Naval Postgraduate School? 
Q42. To what degree is official business travel facilitated? 
Q43. To what degree is official business travel fairly 
recc;>mpen.-ed? 
Q44. To what degree will the Naval Postgraduate School ad-
•inistration act to resolve issues raised by the results of 
this aurvey? 
Questionnaire Segment a 
This segment of the survey questionnaire contained 4 questions 
describing the responding.faculty member. The qllestions follow. 
Q45. Identify your professional level: Professor, Associate 
Professor, Assistant Professor, Instructor. · 
Q46. Identity your current faculty status: Tenured, Non-tenured 
Tenure Track, Teaching Adjunct, Research Adjunct, Military. 
Q47. Identify the number of years of Naval Postgraduate School 
experience: 1 or less, 1-3, 3-5, 5-9, 10-20, more than 20. 
Q48. Identity your academic department: Computer Science, Mathe-
matics, Administrative Sciences, Operations Research, Na-
tional Security Affairs, Physics, Electrical/Computer En-
gineering, Meteorology, Aeronautics, Oceanography, Mechani-
cal Engineering. 
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Questionnaire Segment 3 
This segment of the survey questionnaire contained 8 faculty 
opinion questions that were answered with open-ended remarks. The 
questions follow. 
A. Cite the top three issues which you recommend the Faculty 
Council address in the next 1-2 years. 
B. What specific recommendations would you make for improving 
communications between the Faculty Council and the 
administration? 
c. What specific recommendations would you make for improving 
communications between the faculty and the administration? 
D. What specific measures of effectiveness should be used at the 
Naval Postgraduate School to assess its progress towards 
excellence? 
E. If you feel there exists an "excellence gap" at the Naval 
Postgraduate School, what are the top three barriers to 
achieving higher standards of academic and service excellence? 
F. Provide your assessment of the national standing of your 
department and the Naval Postgraduate School overall in com-
parison with other academic institutions. 
G. Provide your comments, suggestions and constructive criticism 





2. statistical sumprv of Respondina Pagµlty 
The faculty responding to the survey questionnaire who also 
answered the questions in segment 2 are categorized as follows. 
TJie professional level of the faculty responding: 
Level Number 
------------------------------Professor 57 
Associate Professor 37 
Assistant Professor 19 
Instructor 4 












The number of years experience at the Naval Postgraduate School 
for the.faculty responding: 
Years 













The faculty response from each department; 
Department Number 
~--~-~--------------------~--~------computer Science 2 
Mathematics 11 
Administrative Sciences 21 
Operations Research 10 
National Security Affairs 8 
Physics 20 




Mechanical Engineering 10 
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3. Statistical summary of Questionnaire R@sults 
This section contains a tabulated statistical summary of the sur-
vey questionnaire results for questions 1-44 cross grouped by 
faculty and issues. The faculty group elements are: 
1. All Faculty. 
2. Tenured Faculty. 
3. Tenure Track Faculty. 
The All Faculty responses include tenured, tenure track, 
military, teaching adjunct and research adjunct faculty. 
The issue group elements are: 
A. Collllllitment to excellence. 
B. Administrative organization. 
c. Pay, promotion and tenure. 
D. Faculty governance. · 
E. Academic administrative services. 
F. Support services. 
Within groups the results are presented in descending order based 
upon the average response and standard deviation ranking for All 
Faculty. Average question responses less than or qreater than 3.0 
indicate respectively disagreement or agreement with the question 
premise. For issues A, B, E and F group averages are included. 
For issues c and D group averages are not included and would ap-
pear to be meaningless. 
Column headings for the summary data in the table are defined as 
follows: 
Question: The question number with the abbreviated question. 
f : Number of responses. 
Avg Average of all responses. 
SD : Standard deviation of all responses. 
R : Rank of average responses. 
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3. ooe. the PPT syst• eqil•f ze contributions to Navy •inion? 123 2.6 1.0 8 83 2.6 0.9 9 19 2.2 0.9 13 
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.B-11 
4. Open-Ended Comments Summary 
This section contains a summary of the faculty responses to ques-
tions A-G in segment 3 of the survey questionnaire. The open-
ended remarks are summarized as they relate to: 
The Naval Postgraduate School vision for the future. 
1. Institution of excellence. 
2. Student scholarship. 
3. Teaching/Research. 
4. Pay, promotion and tenure criteria. 
5. SECNAVINST 1524.2. 
6. Block research funding. 
Governance of the faculty. 
7. Leadership. 
a. Faculty Council. 
9. Teaching evaluation. 
10. Pay promotion and tenure process. 
11. Salary scales. 
12. Faculty morale. 
Organizational support for the faculty. 
13. Administration support. 
14. Service support. 
The summary of the faculty remarks follows. 
l. Jnstitution of Excellence. The mission and goals of the Naval 
Postgraduate School are not clearly defined, articulated and com-
municated, The Naval Postgraduate School should establish itself 
as a Navy Center for Excellence. A coherent plan for future ac-
tivities is needed. In establishing the plan the administration 
should provide orqanizational and academic leadership and the 
faculty should be an integral component in determining academic 
policy and direction. Student participation is required and 
various mechanisms should be used to measure student achievement 
and opinions. Faculty, department chairs and administrators 
should be committed to the center of Excellence concept with com-
mensurate rewards. 
2. Student scholarship. There is considerable concern about the 
academic proficiency of our students, the quality of their Naval 
Postgraduate School education, the grades they receive and the 
work they undertake. Attitudes include a need for tightening 
entrance requirements, increasing course loads, grading more 
severely and putting more emphasis on theses. Common perceptions 
are that the faculty is forced into high student course loads 
with rapid speeds of content coverage, academic proqrams are of 
low quality, the joy of teaching is disappearing, students focus 
on grades rather than knowledge and most students appear to be 
glad when they leave the Naval Postgraduate School. 
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3. Teaching/Research. There is a considerable spectrum of at-
titudes about the relative importance of intensifying research 
efforts and improving dedication to teaching excellence. There is 
a worrisome expression of an adversary relationship between the 
proponents of each extreme. Some faculty express an appreciable 
"either-or" mentality. Many comments express concern that excel-
lent teaching is not recognized or rewarded and plays a role 
secondary to average research and publication. Other comments 
state that an excellent research program is needed in each 
department to support the center of Excellence concept. 
4. Pay Promotion and Tenure Criteria. Many faculty express con-
cern about, and dissatisfaction with, the present system that ap-
pears to reward only research as measured by publications with no 
consideration for excellent teaching. criteria should include 
more than the number of refereed publications and student Opinion 
Forms averages. 
5. SECNAyINST 1524.2. The majority of comments regard the in-
struction as demonstrating a lack of cooperation among the 
faculty, administration and the Department of the Navy. Some com-
ments suggest the instruction is negative and ill-conceived while 
other comments perceive the instruction as a constructive oppor-
tunity for self assessment and establishing goals. 
6. Bl9ck research funding. Block research funding is mentioned 
frequently as being problematic, important and worrisome. 
Specific details were not included. 
7. I.eadership. There is a need for definition and articulate ex-
pression by administration representatives in organizing and es-
tablishing academic policy. Policy should be made with faculty 
involvement and discussion. The faculty should take a stronger 
and larger role in establishing the goals of excellence. Admin-
istration personnel should be required to have "people" skills, 
the willingness to use them and should commit significant amounts 
of time to informed interaction with the .faculty and stµdent•~ 
8. ras;ulty Council. The faculty is not involved, not listened to, 
and has no real responsibility in policy decision making. Sug-
gestions for change include delegating academic authority to the 
Council, that the Superintendent and Deans not be regular at-
tendees, other communication forms be used for administrative up-
dates and that the Council agenda schedule presentations on 
specific academic issues of concern and review • 
9. Teaching evaluation. There is considerable dissatisfaction 
with the Student Opinion Forms which are perceived as the sole 
measure of teaching effectiveness in pay, promotion and tenure 
considerations. Suggestions for change include using additional 
mechanisms for measuring student achievement related to teaching 
effectiveness, meaningful procedures for identifying and correct-
ing te•ching problems, considering the teaching-learning problem 
as twq dimensional, and utilizing additional resour.ces to in-
crease teaching effec:;:tiveness and learning·efficienoy. 
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10. Pay promotion and tenure procedures. There are many expres-
sions of dissatisfaction with the present procedure. su99estiona 
for change include review by a Faculty Council promotion/tenure 
committee, review by division department chairs instead of all 
department chairs and that the peer committee chairman assume the 
role of candidate spokesman. 
11. Salary scales. Salary scales are cited frequently as a 
problem in that they are low, non-competitive and affect hiring 
opportunities, dedication and morale. 
12. Faculty morale. Faculty morale is not high and can be greatly 
improved. Suggestions for improvement include providing addi-
tional opportunities for faculty involvement in academic policy 
making and administrative personnel selection, reviewing arid 
changing pay, promotion and tenure procedures and criteria, 
utilizing meaningful teaching evaluation procedures, modifying 
the procedure for assigning teaching credit and providing addi-
tional awards to celebrate and recognize faculty accomplishments 
at graduations. 
13 • .Administration support. Additional administration support is 
needed. The current inadequate support contributes to the 
"excellence" gap. General concerns expressed were that there is a 
lack of support for improving teaching and learning effective-
ness, there is an excessive paperwork and bureaucracy burden for 
research support, the library needs a larger budget, faculty are 
expected to be jacks-of-all-trades, administration/faculty com-
munication channels need improvement, microcomputers, software 
and central repair facilities should be available to all students 
and faculty, department chairs and deans need training and orien-
tation and new faculty should have a comprehensive orientation. 
14. Seryice support. current service support is inadequate in 
s•veral areas and additional service support is needed. There is 
dissatisfaction with bureaucratic procedures for interacting with 
support service off ices and a concern that many of the onerous 






5. Recommendations for Concern and Action 
An interpretation of the questionnaire results and the open-ended 
remarks is that there is reasonable faculty dissatisfaction with 
academic and support policies and procedures and the Faculty 
Council. The results indicate that self assessment and evaluation 
are in order, plans to establish and maintain excellence should 
be established, policies and procedures should be articulated, 
improved or changed and that the faculty should be an important 
element in all future review and· planning processes. 
In light of this interpretation the Committee believes that the 
Faculty Council should provide the faculty with the opportunity 
to jump with both feet into the academic arena of discussion, 
review and identification of the issues related to our pursuit of 
excellence. This opportunity should be a cooperative process in 
which faculty and administration work together to solve problems 
and plan for the future. This opportunity should also be a 
process that provides room for reasonable debate on all sides of 
an issue. 
All expressions of faculty concern in the questionnaire and open-
ended comments should be of concern to the Faculty Council. The 
responsibility of the Council should be to establish priorities, 
exploit its committee structure to research the issues, identify 
the problems, provide faculty oriented solutions and coopera-
tively integrate these solutions into the Naval Postgraduate 
School planning process. 
Tha Committee therefore recommends that the Council establish 
priorities, research the following issues, bring the issues to 
4ebata and consideration before the faculty, recommend changes 
and improvements to the administration and establish avenues for 
















Establishing the Naval Postgraduate School as a Navy center 
for Excellence. 
Pay, promotion and tenure criteria and process, 
Sharing of responsibility tor policy and planning. 
Teaching evaluation, effectiveness and improvement. 
Teaching credit and evaluation. 
Teaching/Research relationship to pursuit of excellence. 
Teaching/Research relationship to career paths. 
Orientation/training programs for administration personnel. 
Orientation programs for new faculty. 
Responsibilities of curriculum sponsors, curriculum officers 
and academic associates. 
Level and quality of administration services. 
Level and quality of support services. 
-Faculty awards, 
Establishing an alumni association. 
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The committee also believes that the survey questionnaire results 
recommend that the council review its own procedures and consider 
the following items. 
1. Evolution into a Faculty Senate. 
2. Eliminating information items from the agenda. 
3. Concentrating on substantive issue debates and reports. 
4. Restricting membership to faculty. 
s. Communicating effectively and cooperatively with students and 
administration. 
The closing Committee recommendation is for the Council to im-
mediately communicate the current faculty concerns to the Super-
intendent and deans and to express the faculty's desire to help 
establish, maintain and assess the success of the Naval · 
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The Naval Postgraduate School is a unique educational 
institution. It must be able to enhance the combat effectiveness 
of our Navy, Marine Corps and other armed services through the 
education of officer students and the active support of operational 
commands in the Department of the Navy. To accomplish this 
requires a faculty capable of meeting more demanding standards of 
performance than the faculty at civilian institutions. 
Since the future of this institution rests heavily on the 
demonstrated excellence of its faculty, it is most important for 
the faculty periodically to assess their current and future 
activities in order to maintain a quality graduate education 
program capable of producing graduates who will be leaders in the 
1990s and beyond. In May 1906, the Secretary of the Navy issued 
SECNAV Instruction 1524.2 [l] concerning the Naval Postgraduate 
School and its faculty. It stated that NPS faculty evaluation 
procedures should reflect an equal emphasis on: the quality of 
teaching, faculty contributions to knowledge, and the active 
application of that knowledge to the mission of the Navy and Marine 
Corps. Accordingly, the Provost appointed the Ad Hoc Committee on 
Faculty Activities, Incentives and Evaluation on 19 August 1986, 
with a Charter (Appendix A) to study the evaluation system used for 
pay, promotion and tenure decisions at this institution and to 
recommend ways to insure that teaching, research and service to the 
Navy receive equal emphasis in these decisions. The Superintendent 
requested that the following additional topics receive attention: 
faculty naval orientation and experience, student research (naval 
orientation and academic relevance), and the present procedures and 
norms in pay, promotion and tenure. 
During the past seven months, this Committee has made a 
comprehensive effort to seek faculty opinion regarding the major 
points of our Charter. We have attended department meetings of 
every academic department and group, and have met with members of 
DRMEC, the Division Deans and the Department Chairmen. In 
addition, we have solicited faculty input by organizing three 
faculty open meetings on the following dates: 28 October 1986, 20 
January 1987 and 27 January 1987. Subsequent to these meetings, 
we received numerous written and oral opinions and suggestions for 
our consideration. That feedback, together with the statistical 
information we received from the questionnaire administered by the 
Faculty Council [21, has been of great value to the Committee in 
responding to many of the issues in its Charter. 
This report begins with an overview of the mission and 
uniqueness of our institution. current problems are then 
addressed, together with proposed recommendations, in three 
subsequent sections: (a) NPS Involvement with the Department of the 
Navy, (b) Faculty Activities, and (c) Faculty Reward System. These 





2. NPS MISSION AND UNIQUENESS 
The NPS M.j.ss.j.on 
The Naval Postgraduate School mission is to provide 
high-quality post-baccalaureate education for the officer corps in 
selected curricula tha.t have significant impact on the defense of 
the United states. The Navy has identified those areas of 
knowledge where the problems being addressed have such profound and 
far reaching implications for the security of the United States 
that some members of the officer corps must master the current 
state of the art in those fields and become active participants in 
the development of ne~ results. It is not sufficient that these 
officers just "learn about" these fields or even just master the 
state of the art at the time of their studies. They must, in 
addition; develop the intellectual skills that will allow, them to 
continue· to grow with their chosen field, the mental abilities that 
will C1llow them to accurately predict what is possible with the 
technology and the leadership skills to translate this insight into 
effective military use. Although the maintenance of an outstanding 
faculty with strong Navy knowledge and interests is important for 
the task of developing new results, it is the intellectual skills 
of the NPS graduates together with their leadership skills that is 
critical for developing new technologies for military use. The 
mission of NPS and the characteristics of the student body present 
the acµninistration and faculty with a challenge. The response to 
this challenge has led NPS to develop a unique set of ca,pabilities. 
S)lar19ter;j.st.j.gs of the students. 
·The l!atUdents at NPS are highly.motivated and,' in addition to 
p:revious academic achievements, have demonstrated success in their 
military c~l';"eer. Most of the officer-students are not prepared to 
:i:mmediately begin graduate ·· · 
. . .. studie$ w:tien they en~er NPS. Unlike graduate · students at 
other universities, most have been away from formal studies for 
f;r.om 5 to 15 years.· Many are studying in fields that a:re different 
trom their· undergraduate major. Consequently, a desigm~d init.ial 
e~urse of st,tidy is necessary to quickly prepare them :for .the pace 
and intensity of graduate studies and to eliminate any deficiencies 
in their background or preparation. The NPS curricula are designed 
to bring the students quickly· to·. the point where . they are 
competitive with graduate students at other universities. . 
Ari important part of the NPS experienoe is to have students 
work at the same pace and with · the same . intensity (and 
unfortunately with the same stresses) · as graduate students 
eisewllere. · Thi::; is necessary to minimize their time. ·~t NPS, to 
reduce costs, and to get them back quickly into operational jobs. 
~µt th~ most impo:rt~nt reason is to have them experience the pace 
and excitelllent of science and technology. They mustlteep up with 
the be~t minc:i~ in our ; s<:>ciety a:nd compete with . the bes:t minds of 
c .... s 
our potential adversaries; the experience can not be at 3/4 speed 
or even 9/10 speed. 
There is another special characteristic of the NPS students: 
they are on a fixed time schedule at NPS. They do not have the 
luxury of civilian students at other universities to extend their 
time in school in order to allow additional time to master the 
classroom work or to complete an ambitious research project. 
Necessity for granting degrees 
In addition to being awarded primary subspecialty codes 
(P-codes) in the various curricula, most students also receive a 
degree (most a Master's degree, a few an Engineer degree, and a few 
PhDs). The ability of this institution to offer degrees is very 
important for several reasons. First, NPS is constantly vigilant 
to keep the content and quality of its degree programs comparable 
with other universities. It is important to the officer (who has 
little or no direct knowledge of graduate programs elsewhere) to 
know that the degree that is earned will allow him or her to 
compete as an equal with engineers at a company, scientists at a 
laboratory, officers across the table at international 
negotiations, or ultimately officers across the battlefield. 
Second, the intensity and very long hours of a fast-paced graduate 
program need to be rewarded with a credential that is recognized 
throughout the society as a mark of intellectual accomplishment. 
Special challenges of operational topics 
In addition to education in the standard areas of advanced 
education, the NPS curricula contain topics related to operational 
areas within the Navy. Integrating this material into the 
curricula presents some unique difficulties. There are few books, 
classroom materials or journals in the operational areas. There 
is no opportunity for faculty to receive formal education in these 
areas; the faculty who work in these areas have degrees in standard 
academic topics; they must develop expertise through self-study and 
work experiences. 
The interdisciplinary operational curricula (Space Ops, ASW, 
EW, CJ) face some additional problems. Each operational curriculum 
is supported by an interdisciplinary Academic Group composed of 
faculty with degrees in one of the underlying· disciplines. In 
addition to faculty with expertise in limited aspects of the 
operational areas, the Groups must have faculty with a broad 
understanding of the problems sufficient to conduct research, guide 
thesis students and teach capstone courses. The students must be 
able to pursue classroom studies and thesis research at the 
cutting-edge of the technologies in these areas and to continue 
their studies and independent intellectual growth after they 
graduate.· 
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Constraints on the School 
There are characteristics of the faculty that impact on 
achieving the School's educational objectives. The faculty receive 
their formal education in the standard disciplines at a variety of 
other universities. There are no educational programs at other 
universities that correspond even approximately to the School's 
operational curricula. As a single, relatively small institution 
that does not graduate any students to become university 
professors, NPS has virtually no influence on the formal education 
of the faculty that takes place at other universities. In 
addition, the School must compete with other institutions to 
recruit faculty. The school's ability to provide comparable pay 
and working conditions has a significant influence on its success 
in attracting outstanding people. 
Additionally, the faculty are responsible for their own 
continuing education and professional development. In most areas 
of expertise, the School has only one or two faculty members. The 
critical interactions with other people working on similar problems 
are generally with people external to NPS at Navy activities, 
research laboratories and other universities. Although the extent 
and diversity of these personal contacts are such that the School 
can do little to directly support them, indirect support in such 
things as a good research library, travel for faculty, and 
distiriguishedvisitors to campus is very impdrtant td maintain and 
enhance the intellectual vitality and relevance of the faculty. 
Also · the ·pay, promotion and tenure standards anq procedures are 
critical to retaining and rewarding the faculty who maintain and 
improve their ability to contribute to the School's mission. 
TeaQhing as a common focus and shared responsipility 
A common internal focus of the faculty is that they all teach 
and further, that they teach the same students. The curricula, the 
classes, the thesis Support, the out-of-class contact with students 
is the' responsibility of the faculty as a whole. This is an area 
where. the standards and aspirations come from within the School. 
Every university has a different student body and hence somewhat 
different dbjectives, but because of the characteristics discussed 
above·, the student body at NPS presents the faculty with unique 
challenges and unique rewards. There are some strong external 
influences such as the availability · of books and classroom 
material, standard curricula, and accreditation committees, but 
ultimately, each institution directly (or indirectly by default) 
establishes the standards of achievement and the expectations of 
excellence for its own programs. In this regard, it is clear that 
each m~mber of the faculty must continue to strive personally for 
excellence and to expect the same of our students. Further, the 
facul~y share responsibility to insure that these high icteals are 
achieved. · · 
·'l'he faculty provide the students with a window on the outside 
wo:rld of universities, scholarship and research. Most of the junior 
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officers have not had jobs where they have worked with civilians 
who have advanced education. As they advance in their careers, 
they will have increased opportunities to work with people with 
advanced education who work for contractors, in research 
laboratories and in universities. NPS is a controlled environment 
where the students can gain experience while they work with faculty 
and fellow students on challenging topics. The faculty should set 
a professional example for them to emulate as they advance in their 
careers. 
The Research Process in a Graduate School 
A major objective of all formal education is for the student 
to gain the ability to learn independently of the teacher so that 
learning can be sustained throughout the student's life. At the 
graduate level, an additional objective is introduced: to develop 
in the student the ability to study, to analyze and, eventually, 
to create in his or her field of study. The result of the creative 
process differs from field to field; it can be a clearer 
understanding of a natural phenomenon, a design of a device, an 
interpretation of an historical event, or a theory of the social, 
economic or political consequences of policy actions. In all 
cases, this represents research in the field and in a graduate 
school the mastery of the research process transcends and dominates 
the learning of facts. 
The role of the professor is critical because the process of 
research is shown by example. The student sees the way the 
professor deals with data, with ideas, with experiments and with 
problems. The student can learn the knowledge of the field on his 
own or with a teacher, but it is only from a professor actively 
engaged in research that the student can see the intellectual 
skills needed to study and analyze the.· field and to create new 
knowledge. The mastery of these skills requires years of 
concentrated effort by the faculty; in graduate school the student 
initially works with the professors to gain knowledge and to read 
and study the research efforts of others. The thesis is a major 
opportunity to participate in. research under the supervision of 
a researcher with experience and expertise in the area. 
The faculty of a graduate school must be actively engaged in 
research. Even in the classroom, it is the researcher's 
perspective not the teacher's knowledge that is most important. 
The professor's discussion of books, papers, ideas of other 
researchers and views expressed by the students shows the results 
of the personal analysis of the materials of the subject. In 
thesis supervision, it is the process of approaching problems, 
studying alternatives, and analyzing results that is the main 
contribution of the researcher to the student. colleague. 
Shared vis:j.on 
The policies, procedures, and expectations form a shared 
vision of the institution held by the School's faculty and 
C-8 
administrators. Alth1)ugh largely intangible, this shared vision 
· of the educational programs is perhaps the single most important 
element of an academic institution. This shared sense of 
responsibility to students, dedication to the defense of our 
country, and commitment to excellence fuse the diverse elements of 
the School together into a cohesive unit. This shared sense of 
responsibility is the institutional equivalent of character in an 
individual. For an individual, character is not just the sum of 
the disparate actions of one's life. So with an institution. the 
shared sense of responsibility transcends the institution's 
policies and procedures. 
In the education of the NPS officer-students, there ii:$ no 
substitute for excellence. The officer who represents the Navy's 
expertise in these technologies must work at the level of the best 
technical minds . in our companies, research laboratories, and 
universities (and in the plants, labs, and universities of our 
potential adversaries). Because there is' no second place in a jet 
fighter encounter, no award for the second most quiet submarine, 
and no security in a strategic defense that almost works, NPS must 
be the best. 
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3. NPS INVOLVEMENT WITH THE DEPARTMENT OF THE NAVY 
Background 
The Naval Postgraduate School contributes to the Department 
of the Navy by providing post-baccalaureate degree and non-degree 
programs in a variety of sub-specialty areas not available through 
other educational institutions. Additionally, this institution 
supports the Department of the Navy through continuing programs of 
high-level naval and maritime research and through the maintenance 
of an expert faculty capable of working in, or as advisors to, 
operational commands, laboratories, ·systems commands, and 
headquarters activities of the Navy and Marine corps. 
Research and teaching at NPS should, to the extent it is 
practical, focus on and reflect the context and concerns of the 
DoN. Faculty at NPS have a more difficult task than do faculty at 
other institutions because NPS faculty members must be experts in 
their disciplines and be very knowledgeable about the DoN. The 
faculty selection and reward systems at NPS must therefore support 
the development of a faculty having both academic and naval 
expertise. 
SECNAV Instruction 1524. 2 specifies that the NPS faculty 
evaluation system for pay, promotion and tenure should reflect 
equal emphasis on: the quality of teaching, faculty contributions 
to knowledge and the active application of that knowledge to the 
mission of the Navy and the Marine Corps. As discussed later in 
this report, the Committee believes that the most effective way to 
satisfy this direction is for the faculty to meet two criteria in 
their professional activities: (a) internal contributions in the 
form of teaching, thesis supervising and service to NPS, and (b) 
external contributions in the professional community, DoN/DoD, or 
both. Furthermore, the evaluation of these contributions must be 
based on high standards of performance. How this will be done will 
be discussed later. 
Three important external contributions are: 
l. Professional contributions to knowledge 
(a) publications in refereed journals . 
(b) technical reports (classified or unclassified) 
and other non-refereed written work 
2. Membership on DoN/DoD/Professional Society 
Committees, panels, review groups, etc. 
3. Consulting for Navy/Joint staffs, laboratories, systems 
commands, and operational commands. 
The scope of activities across all departments at NPS is 
broad, but the common requirement for a faculty member is that 




contributions may be variously described as scholarly research, 
academic research, basic research, applied research, new solutions•~,,, 
to existing problems, design innovations, technique development, 
etc. In this report, for simplicity, we will use the single term 
"research" to represent any of these types of activities. 
:problems 
What activities do the NPS faculty perceive are rewarded in 
the pay, promotion, and tenure (PPT) process? The results of the 
recent Faculty Council survey of the faculty [2] indicate that 93% 
of the nearly 130 respondents think that publications and research 
are weighted to a considerable or a very great degree in the PPT 
process. In stark contrast, only 17% of the respondents think 
contributions to the mission of the Navy and Marine corps are 
weighted to a considerable or very great degree in the PPT process. 
Only 15% pf the respondents think involve:ntent in operational 
curricula is rewarded to a considerable or great degree. 
Additionally, only 29% of the respondents think research in areas 
of current operational concerns is encouraged and supported to a 
considerable or very great degree. Finally, only about 32% of the 
respondents think consulting with DoN organizations is encouraged 
and s~pported to a considerable or very great degree. So, while 
SECNAV Instruction 1524. 2 states, "Faculty at the NPS shall be 
fully competent·· in their areas of academic , expertise, C!lnd they 
sha11·a1so be able to apply their expertise in support of the naval 
services," the respondents to the Faculty council survey indicate 
that a distinct minority of them think involvement with the 
Department of the Navy is rewarded to a considerable or very great 
degree by NPS. As a matter of fact, the respondents' answers 
suggest that. they think refereed publications are necessary and 
sufficient for success in the NPS PPT process. 
The Committee met with individual departments and groups of 
faculty. Provided below are some representative comments gathered 
durin9'our meetings. 
''Profs don't know operational context of students, " 
interview with faculty member 
"Faculty avoid involvement with operational curricula and 
general student background because it is. not rewarded," 
interview with faculty member 
"MechC!lnislJls for faculty to interact with rest of Navy are 
definitely needed," 
faculty'open meet~ng, 280ct 86 
·''Knowledge of DoN takes time to develop in :taculty, '' 
· interview with faculty member 
. . ~ - . .. -
"There is no conflict between good quality research and 
contribution to OoN. MIT, for example, does much applied 
work et it is a well-regard~d university. ·Quality for 
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research rests on the individual. DoD and DoN are very 
big. There is interest in every kind of research. It 
is just a matter of finding the people who are interested 
in your work. DoN interest will follow high quality 
research. Don't need to compromise standards or change 
your research interests to find people within DoN to 
sponsor your work. You should be interested in DoN and 
in the things that your students do." 
interview with cs Dept CJ Group Chair 
"Applied work is harder than theoretical because it 
requires experience." 
interview with ECE, Oceanography & Math Depts 
To implement the new SECNAV Instruction, "what counts" in the 
PPT system must be broadened to recognize a wide variety of 
activities, and the faculty must believe that active involvement 
with DoN and excellence in teaching are valued as much as are 
traditional academic publications. 
There is a need to emphasize DoN relevance in instruction. 
students in all disciplines want and need DoN/DoD examples to help 
them in relating theory to its current and potential applications. 
There is also a paucity of resources devoted to instruction. 
Making courses more relevant requires much tnore instructor time 
than using standard, off-the-shelf materials designed for use at 
non-Navy graduate institutions. A vibrant program of DoN-relevant 
guest (,,speakers for a curriculum or department also requires 
resources. 
In disciplines where DoN/DoD research activity is limited, 
other aspects of graduate instruction suffer. DoN/DoD research 
provides relevant thesis problems and data sets, and the research 
activity of faculty on these problems is critical for relevant 
sponsor-directed and application courses where traditional theory 
is applied. All disciplines need a spectrum of research activity 
to ensure a broad base of excellence at NPS. 
The NPS faculty represent an enormous pool of consul ting 
expertise available to DoN. The Committee believes that the 
faculty and NPS gain as much from such service as does the rest of 
DoN. We believe consulting with DoN translates into better 
research and teaching. Additionally, such consulting is one of the 
best ways of advertising NPS. Consulting-type relationships 
between faculty and DoN need to be facilitated and rewarded by NPS. 
The recent Faculty Council survey of the faculty revealed that only 
32% of the respondents thought that consulting with Navy 
organizations was encouraged and supported by NPS to a considerable 
or very great degree. Clearly, perceptions (and reality) 
concerning the value of faculty consulting with the rest of DoN 
need to be changed. · 
There is a need for an on-going program of experience tours 





states that there shall be continuing, high-level interaction 
between NPS faculty and DoN organizations. Additionally, it states 
that DoN organizations shall cooperate with NPS to provide 
experience tours in their organizations for NPS faculty. These 
experience tours can increase the effectiveness of both instruction 
and research. Instruction will be iMproved because of the ready 
availability of relevant examples of DoN activities. Research will 
become more useful to DoN since the researcher is exposed to actual 
DoN problems being worked by the organization which is visited. 
Recommendations 
l. NPS shoulg establish a mandatory program of faculty 
orientation and inform~tion on DoN. Familiarization 
tours, such as ship and base visits are very useful, but 
the faculty need some initial, basic information on DoN 
before they can usefully profit from such tours, Th.is 
basic information can be provided by the Superintendent's 
lecture series and by the courses in strategy, warfare, 
organization, and history called for in SECNAV 
Instruction 1524. 2. Although these familiarization tours 
may require rescheduling of classes by participating 
faculty, this should be recognized as a minor problem by 
department chairmen, deans, etc. once beyond ship visits 
and the like, DoN information tends to be specific to 
individual . departments, curricula, · disciplines, and 
sponsors. Hence, the best mechanism to initiate action 
from NPS m~y be for academic associates or department 
chairmen to lead the interaction by inviting to Monterey 
important leaders to begin the process. Return visits 
by ~PS faculty, however, must be supported by· NPS 
resources. The information exchange provided by this 
process will make teaching and research both more 
televant to DoN and more effective for the students. 
~. NPS should make a place.within the·permanent faculty for 
non-traditional and DoN-oriented individuals. The type 
of individuals envisioned are those people, regardless 
of background, who are making significant contributions 
to a body of research which intersects the interests of 
DoN as well as NPS.· These individuals, perhaps former 
military officers or senior executives, or those who have 
unique experience in a Navy laboratory or with a DoN 
contractor, can offer much to NPS involvement with DoN. 
Prior military experience should be looked upon as a plus 
in hiring decisions • 
3. NP$ shoulg act;j.vely . recruit ·v;j.sitors from DoN/DoQ 
organizations and should actively support faculty leaves 
t9 these organizations. Types .· (and examples) of such 
o~ganizations are.laboratories {NWC China Lake), systems 
commands (NAVAIR), and federa,l contract research centers 
(CNJ\, Rancih Visiting teaching taculty with detailed 
experience. in relevant fields can be used in. numerous 
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courses. In earlier courses, they can help students to 
see how the general concepts introduced in those courses 
are applied to actual DoN/DoD problems. In later 
courses, they can show students the details of ongoing 
research areas. In addition to making courses more 
relevant for students, these efforts can facilitate 
contacts between NPS faculty and DoN activities. 
Visiting research faculty may be used in two ways. They 
may be used to augment NPS permanent faculty in ongoing, 
well defined research areas,· or they may be used to 
explore research areas in which NPS may desire to 
evaluate the potential of beginning a long-term program. 
The interaction between NPS faculty returning from leaves 
and visitors from DoN activities can create a dynamic 
environment in which Navy phenomena are explored at all 
levels. It should be noted that, although department 
chairmen and academic associates can facilitate faculty 
exchanges, administrative support as well as resources 
is required. Support mechanisms are needed because, 
currently, such arrangements are left to the initiative 
of individual faculty members. Additionally, the burden 
of financing these exchanges cannot always fall on the 
organizations receiving NPS faculty or sending personnel 
to NPS, as it has under current arrangements. 
4. NPS should establish a faculty travel and assignment 
off ice that can assist faculty in travel plans to 
facilitate faculty travel and experience tours. NPS must 
facilitate faculty travel and experience tours. A travel 
Off ice could provide a tremendous incentive to the 
faculty. The quality of leadership and staffing in this 
office will be crucial. The office should err in the 
direction of doing too much for the professor, being too 
nurturing, too thorough, etc. The office must help the 
NPS professor who is out of town to take care of NPS's 
end of his/ her payroll and travel business. Given the 
exhortations of SECNAV Instruction 1524.2, this office 
should be seen to be as important as the research 
administration office, and staffed accordingly. 
The faculty travel and assignment off ice should also be 
able to help the professor with at least advice 
concerning his/her living and other arrangements at the 
location of a detail, e.g. , Norfolk or Pearl Harbor. 
some will think this too paternalistic; those who have 
been on such details will not. We must minimize the 
vicissitudes of travel and assignments away from home. 
The current system of PSD off ices in the Navy should be 
taken as a given, at least for the near term. The NPS 
faculty travel office will, need to do much . of its 
business through the PSD. However, whereas PSD appears 
to represent itself as an adversary to the traveler, the 




responsibility and as its cherished customer. At a 
minimum, the NPS faculty member, particularly one who is 
on assignment away from Monterey, needs an advocate in 
Monterey who can deal with pay problems, PSD, the 
Comptroller's office, etc. The advocates in the travel 
and assignment off ice can act in assistance to department 
chairmen or other administrators who try to help faculty. 
Personnel in the faculty travel and assignment office, 
however, will in short order have greater experience with 
JTR and relevant parts of "the system" than will 
professors, department chairmen or other administrators. 
Such an office will also be knowledgeable in the most 
economical and least time-consuming travel arrangements, 
thereby saving not only government funds but also faculty 
travel time. This off ice would also educate faculty on 
the latest and most important travel regulations 
pertaining to their particular circumstances. 
Having taken the organizational steps to support faculty 
travel and assignments, NPS must work to assist faculty 
in finding funding and locations for experience tours and 
other sorts of assignments. Proposals for research 
funding should, when appropriate, request funds for 
faculty travel and details to DoN operational commands, 
)leadquarters, · etc. ·· 
s. Aggressive use should be made of the NPS alumni network 
py adJl)inistration, chairmen and faculty. Contact with 
alumni is an important key to DoN support. The more 
successful curricula maintain an active dialogue between 
NPS (faculty and chairman) and their graduates. This 
feedback provides DoN research opportunities and valuable 
DoN examples for instruction and uncovers problem areas 
within the curricula. Methods to utilize alumni include 
tracking graduates through future assignments, using 
newsletters to alumni for curricula feedback, and using 
polls for assessing strong and weak instructional areas. 
This activity might be focussed through an NPS Alumni 
off ice. 
6. Research involvement with DoN should be strengthened in 
NPS disciplines where it is limited. Each department 
should have.vigorous research activity directed toward 
DoN needs. Methods to enhance DoN research include: 
( 1). 
(2) 
Recruitment of new faculty with DoN interests and 
· concerns. · · · · · · 
Priority fundi11g from the Research. council for 
quality proposals directed toward DoNproblems for 
both new faculty and current faculty who wish to 
modify their research thrusts. · 
'p) ... or9anization of more research g-J;ou,ps . in applied 
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areas. An excellent example of such a successful 
group is the Environmental Physics Group within the 
Department of Physics and Meteorology. The school 
should foster more of these groups to achieve 
excellent in DoN research in critical problem areas. 
Concluding Comment 
SECNAV Instruction 1524.2 directs NPS faculty members to be 
involved actively with DoN. This requirement must be kept in mind 
as new faculty are hired. In addition, the PPT system must reward 
active involvement through consulting, advising, and working in 
DoN headquarters, operational commands, etc. Finally, NPS's 
finances must be robust and flexible enough to foster the desired 
faculty activities. 
It is important to note that in many departments, the deep 
involvement with DoN called for by SECNAV Instruction 1524.2 
already exists. Many faculty have a continuous and strong 
involvement with DoN though research projects, committee and 
consulting service. The faculty is proud of its past contributions 
to DoN. The recommendations of this report will hopefully further 




4. FACULTY ACTIVITIES 
:§ackqround 
Faculty activities are usually grouped into three traditional 
categories: teaching, research or other creative activity, and 
service. In the Quality of Engineering Education Project [3], 
sponsored by the American Society for Engineering Education, the 
Task Force report on Preparation for the Teaching of Engineering 
notes "that different educational ins ti tut ions will differ in their 
relative emphasis on these activities, but that teaching is a 
special kind of function that distinguishes a university or college 
trom, say, a research institute. A frequently heard criticism of 
universities is that they neglect teaching in favor of research, 
The Task Force emphasizes that teaching is a primary function of 
a university or college, and that effective teaching should be an 
essential criterion for appointment or advancement", 
Instruction of students is fundamental to the mission of NPS. 
Tbe relevance and currency of the courses, the student thesis 
projects, and the academic standards maintained for judging the 
level of the students' work are the individual and collective 
responsibility of the faculty. Because we are a graduate 
institution, it is essential that we also maintain a vigorous 
research program. It is equally essential that since we serve DoN, 
that faculty expertise and creative activity be utilized to support 
OoN wherever and whenever possible. 
We believe the internal focus of a faculty member's activities 
at NPS must be devoted to the education of our students. Our 
profession is first and foremost higher education~ We are the 
principal actors in this process at NPS, a process which includes 
developing course material and lectures, testing and developing 
pew' tecnri:iques for instruction, searching for new books, and 
designing problems, examinations, essay topics, and class· projects• 
ltt incl\ldes motivating students to learn things.through classroom 
preserttatibns and office consultations. The faculty play an 
especially significant role in helping .a student select a thesis 
topic and in .·guiding the student through his or her research'. 
faculty· als.o ·have the front line responsibility for maintaining 
high academic standards appropriate to their individual academic 
fields. · · · 
The students at NPS present a unique challenge to the faculty. 
They are (iedicated, .hardworking, and honest. Cheating, skipping 
class/ an(i not completing assignments are infrequent problems at 
NPS. On the other hand, the academic entrance requirements to NPS 
~re lower than at other graduate schools, since many students come 
here to pursue graduate work in a field other than that in which 
they hold their baccalaureate degree. · 
the P:h;.D. program at NPS, though deemed excellent in quality, 
is ·very small in numbers. some departments have no Ph.o·. 
f!t\ldents~ Many grad\late fewer than one per year. Therefore, the 
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instructional program at NPS, as far as most faculty are concerned, 
is at the Master's level. This is a significant factor both when 
selecting classroom material and thesis topics. Considering the 
nature of our students and their educational goal of preparing for 
future Navy assignments, we believe that a wide variety of creative 
activities is appropriate for our faculty. This view is supported 
by the ASEE Task Force report (3). · 
Problems 
Some problems either exist or are perceived to exist by the 
faculty that could interfere with the continued maintenance of a 
quality instructional program at NPS. The primary source of these 
problems stems from the belief that contributions to the 
instructional program of the school above a "threshold level" are 
not rewarded: 
"For some time, I have sensed among many of my colleagues a 
perception that, so long as one did not do a poor job of 
teaching, quality of teaching did not really count. Maybe this 
is accept- able, if the threshold is sufficiently high. 
Certainly, preparation of an outstanding lecture does take 
time and could cut into time available for other duties, such 
as research" 
faculty member's written comment 
Most faculty at NPS deem th ems elves to be good teachers. 
However, being a good teacher and contributing to the improvement 
of the · instructional program are two different things. It is 
believed that extra efforts expended in making courses more 
relevant with DoN examples, in exploring new and better books, in 
trying out new teaching methods, in tutoring marginal or struggling 
students, in guiding and encouraging the outstanding students,. in 
coordinating courses in the curriculum so that they flow· smoothly 
and build logically on previous work, in second reading of theses, 
in advising students in theses of a student's interest not related 
to the faculty member's research, and to some extent in advising 
students in Master's level work are all activities that lie above 
the "threshold". Furthermore, there is a general perception among 
the faculty that work in the operational areas, as compared with 
work in the traditional disciplines, will not receive adequate 
weight in.promotion and tenure decisions. 
It is believed that when a faculty member's instructional 
activities place him above the threshold, then the reward system, 
and hence the institutional incentive, is based on his "other 
creative activities". In the current system, evaluation of 
performance in this area is almost totally determined by 
publication of refereed articles and by acknowledgment from his 
peers in academia of the value of these contributions. Because the 
''scholars" with whom he competes and by Whom he is being judged 
are either at graduate schools with large Ph.D. programs, at 
research laboratories or in think-tanks (e.g.,. Brookings, . Rand, 
etc.), he is little benefitted by engaging in activity that 
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improves the quality and relevance to DoN of the 
Master's-level-oriented program at NPS. A few representative 
quotes from the faculty help make our point: 
"In teaching evaluation, the administration is only interested 
in weeding out the bad apples". · 
interview with faculty member 
"If his SOFs are OK, then my advice to a new faculty member 
is to go into his office, shut the door, and write, write, 
write". 
interview with faculty member 
It is important to distinguish between "institutional 
incentives (or disincentives) " and "peer or professional 
incentives". The recent Faculty Council survey [2] shows that a 
strong majority of the respondents (over 60%) feel that the 
institution does not regard teaching as important as research, 
whereas a similar strong majority feel that their departmental 
colleagues are committed to excellence in teaching. We believe that 
the NPS faculty are dedicated to excellence in the classroom and 
in providing a quality learning environment for the students. We 
believe that the current PPT process concentrates on "weeding out 
the bad apples", and there is little incentive for others to 
improve instruction. · 
Evaluation of faculty performance in the instructional process 
is central to controlling the quality of our educational program. 
Furth~rmore, faculty who are exceptional in this area should be 
rewarded in the PPT process. The department chairmen and 
administration now use primarily the student Opinion Forms (SOFs) 
for this evaluation. As f eedba:ck from students in a class to their 
instructor, the SOFs serve a useful function for which they were 
originally introduced. However, in our opinion, they are an 
improper mechanism for evaluation of instruction by the 
administration, especially if they represent the only form of 
evalucttion. · · · · · · · 
. Student ratings are utilized widely across the country for 
three purposes: to improve teaching, for personnel decisions, and 
to facilitate student choice of courses and instructors [4]. Only 
the first two purposes are relevant at NPS. Most of the problems 
with student ratings have been discussed for some time and are well 
known. For example, studies have shown that student ratings can 
be influenced by class size, subject matter, and whether a course 
i~ r~quired or an elec.ti ve [ 4] • Student ratings are very useful to 
evaluate attitudinal and motivational goals, but do not measure the 
appropriateness of course content, the course goals or level of 
achievement". Nor do they measure activities (such as course 
planning) ~utside of. the classroom. For these reasons,. it is 
essential that an. im;tructional eyaluation system· inclµde · peer 
rniri~ · · · · . · 
':['he p:r;'incipal problem with SOFs that we have uncovered is that 
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the faculty believe that they represent the sole means by which a 
faculty member's instructional contribution is evaluated. This 
belief is widespread and deeply held despite repeated assertions 
by the administration that they are not the only thing considered 
during the PPT process. The SOF scores automatically produce a 
numerical ranking. With the exception of DRMEC, there is 
apparently little or no peer input used in instructional 
evaluation, and there is no independent evaluation of what the 
students have learned. In spite of some past studies showing 
little correlation between grades awarded and SOF scores, most 
experienced faculty believe that they can "manipulate the SOFs" 
based on how much they ask the students to do and how much they 
spoon feed them. Some faculty believe that the SOFs, as currently 
being used, may constitute an invasion of privacy. Others believe 
that the SOFs can provide an immediate, beneficial feedback to a 
faculty member regarding his or her classroom instructional 
techniques. 
We believe that SOF scores establish de facto the "threshold 
level" of performance a faculty member must exceed before he can, 
if so inclined, ignore further contributions toward the betterment 
of the NPS instructional program and concentrate solely on other 
activities. The problem is that the SOFs are a relatively 
inexpensive evaluation tool. There is no effort required by the 
faculty or the administration to obtain this data. All other means 
of evaluation that will be discussed will require additional 
resources in terms of faculty time (money) and administrative time 
(support staff: money and billets). Nevertheless, this issue is 
considered so important that we will recommend that additional 
resources must be made available in order to maintain the 
"uniformly excellent program" directed by SECNAV Instruction 
1524.2. 
The quality of student thesis research and student thesis 
reports at NPS is a matter of some concern. As mentioned 
previously, there is an institutional disincentive for faculty to 
become involved with student thesis work unless they can get the 
student to do something that will help them with their research. 
This is, of course, the mold in other graduate schools after which 
we encourage our faculty to pattern their contributions. However, 
that mold is created by Ph.D. students for the most part. Many 
Master's programs at other schools either have no thesis 
requirement or the option of taking more graduate classes in place 
of a thesis. At NPS, the thesis report is mandatory in all 
curricula. Thus, working with students on an operational problem 
that they have encountered during a previous tour, uorking on a 
project that will just help reinforce and bring together things 
they have learned in a number of courses, or studying the 
implications of a new Navy requirement are all marginal as far as 
a faculty member's advancement is concerned. 
Do these projects get done and if so, how? Many faculty are 
at NPS because they sincerely want to contribute qirectly to the 




world problems challenging and an opportunity to apply their hard 
learned expertise. They also enjoy teaching and treat the ' 
relationship they have with their thesis students as an opportunity 
to teach in a way that is different and frequently more effective 
than in the classroom (we will return to this point later). 
However, we believe that, although there are many examples of fine 
Master's theses both of the "research faculty generated" type and 
of the "student problem generated'' type, the range of quality of 
thesis reports is extreme even within individual departments and 
some theses are being approved that do not meet acceptable 
standards. There is concern in the administration about this 
problem and there is considerable, although not widespread, concern 
among the faculty. 
There is considerable feeling among the faculty that a lack 
of resources at NPS is responsible for a degradation in the quality 
of the instructional program. Most frequently mentioned are the 
increasing class sizes and the lack of adequate support staff 
throughout the school. This lack of support staff includes the 
administration, the support departments and the support personnel 
within the academic departments. Although there is some evidence 
to support these feelings, we find bright spots in the NPS support 
picture, too. 
For example, our teaching loads and class sizes are not 
particularly large when compared to other schools. Another bright 
spot is the new multi-year, · multi-million dollar instructional 
laboratory improvement program which has helped keep our laboratory 
facilities on the cutting edge. (A challenge, in fact, exists now 
for the faculty to devote sufficient time to assimilate this new 
equipment into their courses.) In addition, many of the curriculum 
sponsors provide travel support for student experience tours at 
laboratories, systems commands and operational units. 
Class size is only one indicator of adequate instructional 
resources. At present, resources for course and curriculum 
development are not adequate. The Dean of Educational Development 
position has been eliminated, and when it existed, it was 
underfunded so .that essentially no help was available for the small 
curricular groups in the departments that must actually institute 
the revisions that are always required to keep material current. 
Furthermore, development of new instructional methods, other than 
lectures, that will help students improve their learning 
efficiencies has received very little support. One could argue 
that because of its unique charter, NPS should be a leader in 
experimenting with new instructional approaches. At the present 
time, the budget is designed to pay only for sections taught in the 
traditional way; in fact, it rewards classes taught with a maximum 
number of lecture hours. . 
The lack of .responsive support staff at all levels is forcing 
the individual· faculty member to undertake many administrative 
tasks for which he is ill trained but personally motivated. Travel 
arrangements, classnote and exam ··typing, and purchasing are all 
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examples of activities upon which faculty members are spending time 
inefficiently 1and ineffectively enough to become frustrated. If 
NPS is to be a first rate institution, additional resources must 
be allocated to recruit and effectively organize support personnel 
who are dedicated to supporting the faculty in carrying out the 
mission of NPS. 
Faculty have a variety of responsibilities including teaching, 
administration, research, thesis advising, and service to DoN; 
these activities flow together in the course of a week or a day. 
It is important that the faculty integrate all these activities so 
th?t they reinforce one another. The penchant of auditors to 
account perfectly for every minute of a faculty member's time and 
to charge every one of those minutes to only one activity, (e.g., 
a particular research account, or teaching, or service to DoN) , 
will, if left unchecked, thwart efforts to accomplish the school's 
mission. 
Closely related to the problems above is the relevancy of the 
courses and theses to Navy, Marine corps or other service (or joint 
service) issues. The unique NPS charter is to relate our 
instruction to the real world via defense problems. In order to do 
this, faculty must have some experience to draw upon. Although 
many faculty ar NPS have experience with DoD work, many do not. 
But even the inexperienced faculty member can research the 
relationship to the DoN of the material he is teaching and make a 
specific point of bringing up DoN examples in his classes. 
However, this takes time and encouragement and positive results for 
those who make the effort. 
The interdisciplinary operational curricula are an aspect of 
NPS that makes it unique among educational institutions. There are 
no other institutions offering academic programs in such a broad 
range of DoD-specific areas as Electronic Warfare, Antisubmarine 
Warfare, Space Systems Operations, or Command, Control and 
Communication. 
Universities have found it difficult to do interdisciplinary 
programs well, and NPS is no exception. The challenge is at least 
two-fold: teaching and faculty development. Courses in 
interdisciplinary programs can be very difficult to teach well. 
The breadth of the curriculum tends to limit the depth of any 
particular course. There may be no appropriate textbook, and the 
students might not have had the range of prerequisite courses 
desired by the instructor. In addition, the level of the course 
material might be such that the faculty member's research program 
is little aided . by his course preparation efforts. It is not 
surprising that teaching in the operational curricula tends to be ~ 
less than popular among many faculty members. 
While the early courses in the operational curricula typically 
contain material from a single academic discipline and are usually 
taught by an expert in that discipline, the higher-level and 
capstone courses are intended to integrate material from the entire 
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curriculum and across several academic disciplines. These 
high-level courses are very important to a curriculum's success. 
Unfortunately they are also the most difficult to teach well. 
These courses are intended to tie together a complete program of 
study. The instructor must have a vision of the entire curriculum 
plus the breadth of knowledge and the teaching skills to convey 
that vision. When this critical integration function is not 
accomplished, or is left to the student, an otherwise excellent 
interdisciplinary program can reduce to a loosely related 
collection of multidisciplinary courses. The typical successful 
academic researcher focuses on a particular set of ideas or tools 
and does not generally develop extreme breadth. One of the key 
issues facing the operational curricula is that of developing 
broad, interdisciplinary experts who can prepare and present these 
unifying courses. 
The Academic Groups have been established to provide academic 
guidance, direction and leadership for the operational curricula. 
A number of activities important to the success of the operational 
programs periodically require active support and involvement of 
selected members of the Academic Groups. At present, that support 
is often not forthcoming because there is inadequate reward and 
recognition for such faculty contributions. 
The Committee believes that there are two key requirements 
which, if met, will strengthen the operational curricula: 
1. Vigorous programs of research involving NPS faculty 
(permanent, visiting or adjunct) should be established 
in operational areas. 
2. NPS faculty must not be discouraged from participation 
in the operational programs. 
In order to focus research efforts, it is also felt that a 
significant amount of research funds should be controlled by the 
appropriate Academic Group or Academic Group Chairman. This will 
encourage development of coherent programs and provide incentives 
for faculty involvement. The interdisciplinary experts teaching 
capstone courses would be expected to be those faculty members most 
directly involved in these research programs. 
This report speaks in several places of broadening the 
traditional measures of academic accomplishment to accommodate the 
special mission of NPS. These steps are essential to encourage 
more extensive NPS faculty participation in operational programs. 
Many of these steps would also serve to strengthen NPS faculty 
interest in application of their expertise to DoN problems. 
The Committee has had some discussion of how the Academic 
Groups should be organized to most efficiently guide the 
operational curricula. Various organizational options have been 
suggested, from forming separate academic departments for the 
operational curricula to complete incorporation into existing 
C-23 
academic departments. The Committee believes that it would be 
worthwhile to reexamine how the Academic Groups are organized and 
what authority they are given, and to determine whether changes 
should be made that will enhance the effectiveness of the 
operational curricula. The Committee also strongly believes that 
whatever the organization, the two key requirements of a vigorous 
research program and no disincentives for operational work must 
always be met. 
Recommendations 
1. The instructional evaluation system at NPS should be 
changed as follows: 
a. The SOFs should be used solely to improve upon 
instruction. The information obtained from the SOFs 
should go only to the individual faculty member. 
No one else should see this information unless 
desired by the faculty member. A faculty and 
student committee should investigate if the SOF 
questions should be changed to improve upon the 
questionnaire's ability to provide useful 
information to the instructor. They should also 
seek ways to expedite the processing of the SOF data 
in order to encourage efficient feedback. 
b. Each department should develop an instructional 
evaluation system to replace SOF. Each department 
must establish an instructional evaluation committee 
which will be responsible for establishing an 
instructional evaluation system for the department. 
Each department Should submit its instructional 
evaluation plan to its Division Dean for approval. 
It is expected that the evaluation system will 
include input from students (e.g., exit interviews 
of graduates), as well as from faculty (e.g., peer 
evaluation from class visitations and team teaching) 
and will include an evaluation of thesis advising. 
Comments by the department curriculum committee on 
an individual's contributions to curriculum 
improvements, course development, laboratory and 
unique instructional method development, comments 
by thesis supervisors on the assistance of the 
second reader and vice versa, survey of course 
journals to determine content and level of material 
being presented and adequacy of the examinations and 
appropriateness of grades awarded, and comments by 
a mentor if one has been assigned to a new faculty 
member, would all be valid inputs to the system. 
The evaluation should be performed less frequently 
than once a year for those faculty who are not at 
one of the critical career decision points. 





budget for course development, for maintaining, improving 
and monitoring the quality of the instructional program, 
and for developing new instructional methods to improve 
learning efficiency. It is recommended that a minimum of 
10% of the faculty teaching budget be used for this 
purpose. If additional resources are not provided by 
DoN, then we must reduce the number of sections taught 
by 10% in order to institute the required maintenance and 
assure the "uniform excellence" directed by the 
Secretary. The front lipe responsibility for curriculum 
control is with the academic departments. Each 
department should be required to have an active 
curriculum committee CWith sub-committees as appropriate 
to sub-specialties) witqin the department. One half of 
the resources identified above should be allocated to the 
departments and should b~ utilized by the chairmen, their 
academic associates and their curriculum committees for 
curriculum improvements and instructional evaluation 
purposes. The curriculum committee will also be 
responsible for evaluation of all new courses proposed 
by the department. At the end of each academic year, the 
departments will be required to submit a written report 
to their Division Dean on the state of their curriculum 
and on how they have utilized the resources they have 
been allocated for this purpose. 
A school-wide Instructiopal Council should be established 
that parallels the duties of the Research Council. The 
other half of the resources set aside for instructional 
program development would be allocated by the 
Instructional Council. Individual faculty members will 
submit proposals to the council for projects to enhance 
the delivery of graduate level education to our students 
and to the DoN in general. such a project might be a 
book on ASW that is published first at NPS and ultimately 
by the government printing office. A project to develop 
a series of personal computer experiments in digital 
signal processing could be funded. PSI course 
development might be funded particularly for DoN unique 
topics. Educational research projects that gather data 
or experiment with new methods of improving learning 
efficiencies could be funded. The Council should be 
staffed by those at NPS who are primarily interested in 
teaching techniques and educational research. 
The NPS administration, department chairmen, academic 
associates and curricular officers should reinforce the 
policy that thesis projects are a central part of a 
student's education at NPS and that they are to be of the 
highest possible caliber commensurate with the student's 
abilities. The thesis project represents a melding of 
the three activities of instruction, research and service 
to DoN. As such, it represents an ideal opportunity for 
the faculty to be in close professional contact with our 
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officer students on a problem of long term interest to 
the Navy and ooo. The student thesis should therefore 
represent the culmination of our graduate education. The 
ultimate responsibility for the problem selection and the 
quality of the thesis report lies with the thesis 
supervisor. Ample incentives should therefore be present 
to attract the faculty into this most rewarding yet very 
time consuming activity. However, at present, the 
faculty believes that insufficient credit is being given 
to thesis advising in assigning annual teaching loads. 
Department chairmen must be very diligent in their course 
assignments to insure 1:hat faculty who advise thesis 
students are given proper credit and that faculty who do 
not advise students have a full course load (e.g. 8 
courses) during the academic year equivalent to the 33 
contact hour equation nQw in use. Further, faculty who 
advise large numbers of students should be entitled to 
a reduced course load oommensurate with the amount of 
time they are spending qdvising their students. 
Each faculty member should be evaluated on his/her 
performance as a the~is advisor and rewarded for 
sustained guality effgrts. The second reader and 
department chairman serve primarily as quality control 
on the process and as such are, along with the student, 
in the best position t~ contribute to the evaluation. 
Evaluation should not be performed by those not 
personally superv1s1ng students. What constitutes 
appropriate topics and what represents an outstanding or 
a poor thesis varies greatly from discipline to 
discipline. Each depart~ent should make these judgments 
itself; however, the dep«!lrtmental policy should be stated 
clearly and its importance reinforced with each faculty 
member on a regular basis. Finally, it should be stated 
school policy that a faculty member and his or her 
students will be supported in their efforts to find 
applications for their work within DoN laboratories, 
staffs and commands. success in this regard should 
constitute a contribution to the faculty member's 
external activities. 
In order to strengthen the operational curricula, the 
following specific actions are needed: 
4. Research money should be provided to the Academic Groups 
to encourage the development of strong research programs 
in the operational areas. The faculty engaged in those 
programs will as a matter of course be interested and 
capable of teaching the crucial capstone courses in the 
operational curricula a~d supervising theses. Trying to 
bring faculty who are nQt actively involved in research 
up to date to teach tqose courses in the operational 
areas and be fully conversant with the critical issues 
is very difficult and in the end is unlikely to be 
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successful. 
5. The role of the Academic Group Chairman in promotion and 
tenure proceedings should be increased. One way of 
accomplishing this is to require that, when appropriate, 
a Group Chairman, or someone he designates, should serve 
on a candidate's promotion/tenure committee. 
6. A faculty committee should be formed to examine the 
organization of the Academic Groups and the resources 
they· have to manage the interdisciplinary operational 
curricula. and recommend changes that would enhance the 
effectiveness of the operational programs. This 
committee should consider how other educational 
institutions conduct interdisciplinary programs. 
Particular attention should be paid to the issue of 
faculty development and strategies to help guarantee 
long-term program vitality and viability 
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5. FACULTY REWARD SYSTEM 
Background 
The faculty reward structure at NPS must place equal emphasis 
on teaching, research, and contributions to DoN, and it is 
important for the heal th of NPS that this requirement be met 
collectively. The strength of this institution lies in the breadth 
of knowledge and creative activities of its faculty. To mandate 
prescribed activities for all faculty would stifle creativity and 
erode the quality of the educational program. Instead, NPS needs 
a mix of talents which crosses traditional academic disciplines as 
well as subspecialty areas of direct relevance to the Navy and 
Marine Corps. To foster this mix requires a flexible reward system 
which recognizes that a variety of activities are important to the 
mission of the institution, while also requiring that certain 
absolute standards be met. At the Naval Postgraduate School, all 
faculty must strive for excellence in the instructional process. 
As a consequence, it is expected that all faculty should devote a 
significant portion of their energy to this most important activity 
and that the reward system will sufficiently recognize high quality 
instruction. Service to the Navy in addition to instruction of 
officer students onboard NPS is expected. Finally, research at NPS 
is essential to its graduate education mission, requiring that all 
of the faculty should be active in research. 
However, it is artificial to divide faculty activities into 
teaching, research and service to DoN. This is amply illustrated 
by the fact that maintaining up to date instruction that includes 
material of direct interest to the Navy is a valuable service to 
the Navy. Division into the three categories leads to such beliefs 
as "a person's cup cannot be empty in any of the three." Such a 
philosophy can easily cause evaluation to gravitate toward using 
teaching and research as the only criteria, with emphasis on 
research as the demonstration of scholarly/creative activity. This 
is due ·to the ease of quantifying research results (number of 
refereed publications) and our natural tendency to emulate other 
graduate institutions where research productivity is the primary 
measure for promotion. 
For pu+poses of pay, promotion and tenure, recognition should 
be given to faculty members who perform their duties at NPS in an 
exemplary manner and also carry on activities which enhance the 
reputation of NPS in the outside community. Being an educational 
institution and a part of the Navy, the outside community for us 
includes both academia and DoN. Thus, faculty should be judged on 
two criteria, internal contributions to the institution and 
external contributions which demonstrably enhance NPS's reputation 
in either the academic community, DoN/DoD, or both. 
Problems 
In the current pay, promotion and tenure procedures, we 
believe that the faculty are treated equally in the application of 
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the current standards. School-wide review of promotion/tenure 
documentation packages tends to standardize methodologies. The 
avenue of the Professional Practices Committee is a good check in 
the system ( 5] • However, policy, the current practices in 
implementing policy, and faculty perceptions of current practices 
are all important in the faculty reward system. Perceptions 
~ control faculty behavior as much as, and perhaps more than, stated 
policy. Thus, though we produce no hard evidence to support the 
following stated problems, all the points we make are an expression 
of the perceptions of a significant fraction of the faculty: 
1. Current PPT standards over-emphasize refereed 
publications. 
2. There are disincentives for participating in 
interdisciplinary operational curricula and developing 
Navy-related instructional materials. 
3. The PPT decision process is too far removed from those 
who are in the best position to evaluate a person's work. 
4. There is too much reliance on simplistic quantifiable 
information (e.g., average of SOF scores or number of 
journal publications) when evaluating a person's 
performance. 
It is important to point out that our current PPT practices 
and what we perceive as problems are not unique to NPS. Where NPS 
is, at the present, is a natural consequence of its changing from 
a primarily teaching institution to a high quality graduate 
ins ti tut ion with a research program that is necessary for that 
level of education. All across the country, other institutions and 
national level panels are investigating the education process and 
writing reports stating that attention to instruction has degraded 
to a dangerous point (3]. In the teaching-research spectrum, we 
believe NPS is far better than most graduate degree granting 
institutions in attention paid to quality instruction. 
Nevertheless, what we propose below will help to strengthen our 
commitment to instruction, to the interdisciplinary operational 
curricula, and to service for the Navy. 
Recommendations 
1. All faculty at NPS should be willing to serve DoN in ways 
other than instruction. our institution is an integral 
part of the Department of the Navy. All faculty should 
therefore have a keen interest in the Navy and its 
operations, and a healthy outlook toward improving the 
effectiveness of this service and DoD. 
2. Faculty at NPS should be judged on two criteria for PPT; 
internal contributions to NPS and external contributions 
which demonstrably enhances NPS's reputation in either 
the academic community. or DoN/DoD. or both. Faculty at 
NPS are expected to be strong contributors to high 
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quality, relevant instruction and to be active in their 
profession and in their service to DoN. Adequate 
performance in these areas should not automatically 
qualify an individual for merit increases, promotion, or • 
tenure. For example, doing an adequate, even exemplary, 
job of teaching 1000-3000 level courses and making only 
a minimal impact on the world outside NPS should not 
qualify a faculty member for advancement. Impact on the 
outside world can be achieved in any area of faculty 
performance, including instruction. The quality and 
quantity of performance above acceptable should determine 
the rate at which an individual progresses through the 
academic ranks. Promotion to full professor requires 
that the person demonstrates consistent leadership in at 
least one area of faculty activity, and have 
"meritorious" performance in both internal and external 
service. 
Judging an individual's qualifications for advancement 
should be on the basis of his or her meritorious 
performance. By this is meant performance in both 
internal and external service that is worthy of note. 
Listed below are some typical examples of internal and 
external activities that indicate such meritorious 
performance. The implication is not that a person should 
pick "one from column A and two from column B" and get 
promoted, but that the successful faculty member should 
be engaged in a significant amount of meritorious work. 
Internal Activities 
o demonstrating flexibility and quality in instructing 
graduate level and applications oriented courses, 
ti* introducing new material in curricula and developing 
new courses, particularly special topics courses 
with DoN relevance, 
o developing or implementating creative teaching 
methods (such as computer-aided instructional 
materials) to improve upon student learning 
efficiency; developing extensive instructional 
material, 
o exercising leadership in developing and/or refining 
curricula, 
o developing instructional laboratories, including 
specifying equipment and designing experiments, 
o providing service as academic associate, associate 
chairman, chairman of a school-w~de committee, etc., 
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o contributing to interdisciplinary research projects, 
o directing research efforts of thesis students, 
o tutoring students who need remedial work, 
# teaching capstone courses in applied areas, and 
# teaching in interdisciplinary curricula. 
*Note that some of the above activities are indicated with the 
symbol #. These are Navy related activities that have not been 
sufficiently rewarded in the past and to which attention must be 
paid in the future to insure not only that they are adequately 
rewarded but that the faculty understands that the PPT criteria 
have changed. 
External Activities 
o creating products of direct use to Navy operations, 
both shore and sea based, 
o publishing research results in refereed archival 
journals or conference proceedings at a regular 
rate, 




a professional society through 
committee work, conference 
work, paper /proposal review, 
# planning and evaluating fleet exercises, 
o contributing to a Navy multi-laboratory research 
project, 
o publishing a textbook that receives acceptance 
external to NPS, 
# offering on-campus and off-campus short courses to 
DoN personnel, 
o creating instructional material that receives 
significant use outside NPS, (textbooks, course 
notes, teaching methodologies, etc.), 
# acting as a consultant for operational commands and 
other DoN organizations, 
o providing service to high level positions in DoN, 
# publishing technical reports, either unclassified 
C-31 
or classified, in a DoN or non-DoN research program, 
o contributing chapters in research monographs, 
# presenting research results to operational commands 
and other DoN organizations, 
# contributing to research programs with operational 
units, laboratories, systems commands, and 
headquarters of the Navy and Marine Corps, and 
# providing service to DoN (and to the DoD community) 
by contributing in workshops, panels, advisory 
boards, and by liaison with laboratories. 
Evaluation Difficulties 
There are well-established methodologies for evaluating 
the standard academic careers found in most graduate 
schools. The simplest is judging research productivity: 
count publications in well-respected journals and dollars 
obtained. Methodologies also exist for evaluating 
instruction, although they are less well agreed on (this 
was discussed earlier in Section 4) . At NPS, the 
situation is more difficult because of our unique 
requirements to directly support the Navy. Applied, and 
even classified, research, applied instruction, and 
certain types of service to the Navy are more difficult 
to evaluate than traditional academic activities. 
Another area of concern is service to the Navy. Service 
on high level panels is prima-facie evidence of quality 
service. More difficult to evaluate is participation in 
fleet exercises, usefulness of computer codes developed 
for Navy use, etc. Direct contact must be made with the 
Navy unit involved to assess the impact of the 
professor's participation and results. The key is to 
determine if the professor's work is gaining acceptance 
by the Navy. It is not sufficient evidence that the Navy 
is willing to fund the professor's work. 
NPS places significant weight on bringing new and 
up-to-date material into the classroom. With the wide 
range of applied material we teach, it can be difficult 
to judge whether certain material is up-to-date or merely 
applied examples that the professor has had available for 
some time. When it is necessary to do so, an effort 
should be made by departmental instructional evaluation 
committees to submit instructional material to outside 
experts to obtain a judgment on its currency. 
Finally, dissemination of instructional materials outside 
NPS requires special evaluation. The key is how wide is 
the acceptance; to what extent has the outside academic 
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community found the material useful? In this situation, 
the chairman should determine the number of universities, 
classes and students that are using the material and 
obtain a subjective evaluation of the material by outside 
faculty. 
3. Technical Reports (classified or unclassified), when used 
as evidence of research productivity during the PPT 
process. should be externally reviewed. Publications in 
refereed journals is a commonly accepted standard for 
research productivity. Since technical reports are 
written with no review by outside experts, it is 
important that they be subjected to some form of outside 
review if they are to be used as evidence of 
productivity. The Provost has proposed a procedure for 
obtaining outside peer review of technical reports 
(Appendix C). This Committee believes that if a 
significant fraction of a faculty member's research 
output is in reports, the person should choose reports 
he/she wishes to have reviewed so that they can be used 
in the PPT process. His/her chairman would submit such 
reports to outside experts for evaluation. This process 
should be done on a regular basis so that a continual, 
real-time evaluation is available. The objective is to 
ensure that the same standard for professional 
contributions is applied to technical reports as is 
presumed to apply for publication in refereed journals. 
4. Nps should stress a flexible role model for faculty 
professional development. Because of the developmental 
nature of academic careers, promotion and evaluation 
criteria must vary over one's career. We should not 
expect the same levels of performance, nor necessarily 
the same types of performance, from a junior assistant 
professor as from a Senior full professor. For example, 
what constitutes outstanding teaching for a very 
experienced teacher should not be the standard for a new 
instructor. Similarly, senior faculty should be held to 
a higher standard for research productivity and service 
to DoN/DoD than a junior assistant professor. It is 
important for young faculty at NPS to place emphasis on 
establishing their professional reputation, whereas 
senior faculty are expected to exercise leadership in a 
number of dimensions (e.g., curriculum development, 
academic governance, research entrepreneurship, etc.). 
Furthermore, we should expect a wider variety of career 
routes and accomplishments at the senior ranks than at 
the most junior ranks. Assistant professors are 
generally expected to fulfill more conventional 
accomplishments, and award of tenure at the associate 
professor level would depend primarily on a person's 
demonstrating that he or she has the ability to be a 
practicing professional in his or her field. 
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Finally, because of the unique nature of NPS, the school 
employs people from the Navy laboratories and operational 
communities who have unique skills. Such people are 
established professionals when they arrive on campus and 
will have subsequent career patterns which are unique to 
NPS. 
As has been stated above, NPS should reward a wide range 
of faculty careers. To better foster understanding of 
this system, it is useful to provide examples of 
performance that would lead to success in the PPT 
process, as well as counterexamples. Such examples are 
presented in Appendix B of this Report. cases are 
presented for tenure as well as for promotion to 
associate and full professor because of the different 
criteria required in each circumstance. The cases 
presented are not meant either to be exhaustive or to 
indicate an exact career profile. 
5. During the PPT proceedings, the role of the departmental 
evaluation committee should be strengthened. The current 
PPT proceedings have one component that is both a 
strength and a weakness: having a major component of the 
decision-making process be the assembled deans and all 
chairmen. The strength of this process is that it 
standardizes criteria and assures fairness of treatment 
school-wide. Also, the chairmen are most familiar with 
school goals, current policy to implement them, and how 
PPT can be used to insure the goals are met. The 
weakness is that much of the decision on an individual 
case is made by people who are far removed from the 
candidate's field. There is considerable feeling in the 
faculty that evaluating applied work, especially service 
to DoN, will be even more difficult with this 
methodology. 
The strength of schoolwide review can be kept, and the 
need to make the primary evaluations by people more 
knowledgeable of the candidate's field fulfilled, by 
strengthening the role of the departmental evaluation 
committee. At the present time, departmental committee 
activities are not standardized and there is a tendency 
for the committees to act as advocates for the candidate. 
Departmental evaluation committees should act more as 
investigative bodies and do a critical, in-depth 
evaluation of the candidate's qualifications. Some of 
the evaluation burden would then be removed from the 
collective chairmen in making their decisions. The 
resulting strengthening of the voice of the departmental 
committe~ would make their report the primary 
consideration in PPT decisions and relieve the 
chairmen/deans group from having to study the detailed 
numerology of a case. 
C-34 
Thus, what follows is a suggested methodology for 
strengthening the departmental committee's role. It is 
not expected that all departments would exactly follow 
these guidelines. However, it is important that an exact 
methodology be spelled out as guidance to the academic 
departments. 
Suggested Department Procedure 
1. It is expected that each person in the department 
who is a future candidate for promotion/tenure would 
receive guidance from either the Department Chairman 
or an individual counselor or group appointed by the 
Chairman. 
2. Each year, within each department, a deliberating 
body would meet to consider the cases of all faculty 
who are not full professor. This must be done early 
in the PPT cycle. 
3. For the person who is to be considered for 
advancement for promotion/tenure, the Chairman 
appoints a three person committee to evaluate the 
candidate. The COMmittee would be constituted as 
follows: 
a. at least one member a full professor, 
b. if appropriate for the candidate, an Academic 
Group Chairman or that Chairman's appointed 
representative, 
c. no member of academic rank lower than that to 
which the candidate aspires, and 
d. one committee member 
department. 
from outside the 
Many of these conditions are now satisfied by the 
departments in the constitution of departmental 
committees. However, two of these requirements, items 
b and d, should be regularly applied. Item b is 
important if we are to insure proper evaluation of 
faculty members who have been active in teaching and/or 
research in the operational areas. Item d is intended 
to monitor the integrity of the process. A committee 
member fro~ outside of the department should help to 
avoid significant differences in the standards and 
objectivity that are being applied in the evaluations in 
the different departments and therefore should serve to 
strengthen the weight that can be given to the 
committee's report. 
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4. The committee acquires the information needed 
(specified by school-wide guidelines) to evaluate 
the candidate. The Chairman would guide the 
committee to insure that school-wide standards are 
being met with regard to the quality of the 
information. 
5. All faculty members in the department who are 
tenured, and of at least the rank to which the 
candidate aspires, meet to hear a presentation by 
the candidate's evaluation committee. After the 
presentation and discussion, the faculty votes on 
the candidate. A substantial majority should be 
obtained if the candidate's case is to be presented 
to the department chairmen and deans of the school. 
6. The promotion/tenure package is then 
forwarded to the Provost, and should 
contain the following: 
a. the vote of the department, 
b. a written statement by the departmental 
evaluation committee, providing their 
evaluation of the candidate, 
c. a similar statement by the Department 
Chairman, (and appropriate Group Chairman), 
d. an optional statement by the candidate 
outlining accomplishments to date, planned 
future activities, and how those activities 
will contribute to the mission of NPS, and 
e. all outside letters 
candidate's case. 
obtained for the 
It is expected that these written statements will 
contain subjective evaluations of the candidate's value 
to the department, NPS, and the Navy, stressing 
contributions to the mission of NPS.' In addition, the 
evaluation committee's statement must contain a 
description of the information gathered and evaluation 
procedures used. 
6. At the completion of the PPT proceedings, a significant 
amount of information pertaining to the decisions made 
at the Dean's Council should be disseminated to the 
candidates through their Department Chairman and their 
Departmental Evaluation Committee. It is important that 
a significant amount of information flows back down the 
pay, promotion and tenure chain to the Chairmen, the 
candidates, and the school. Each decision made on the 
case, and the reasons for the decisions should be 
C-36 
communicated to the candidate through his Chairman and 
his Departmental Evaluation Committee. This should 
include the results of the Dean's Council deliberations 
and the tally of the Chairmen's vote. 
Such feedback is important for individual candidates and 
for the faculty as a whole. When a quantity of factual 
information is combined with the specific criteria 
listed above, it should be clear to all that emulation 
of a specific, successful faculty member is not 
necessary but that an individual career plan that best 
suits the Person's strengths and stresses quality 
service to NPS's mission is the optimal route to 
success. 
7. The current format of the Faculty Activities Report and 
the Guidelines for PPT should be revised to reflect the 
above-outlined changes in faculty promotion/tenure 
criteria. 
8. NPS should seek and maintain realistic resources to 
insure that proper incentives/rewards are available to 
the faculty to foster their continued professional 
development. In order to greatly aid in the 
implementation of the proposed changes in faculty 
activities and to foster continued excellence in our 
mission, a Professional Development Plan should be 
established. The Plan should foster teaching 
effectiveness, a relationship with DoN and continued 
professional growth. The Plan should include the 
following actions: 
1. The number of merit pay steps available to the 
faculty should be increased in order to provide 
sufficient resources to the Department Chairman to 
reward meritorious service. 
2. More release time should be available in the 
faculty budget to allow faculty to develop new 
course material (particularly Navy- oriented). 
3. Funding should be readily available for 
long-duration travel (e.g. an intercessional or 
one quarter) of faculty to Navy-related 
establishments. 
4. The sabbatical program should be re-emphasized as 
an opportunity for NPS faculty to seek rejuvenation 
in their fields, to study new disciplines, and 
establish closer relationships with DoN technology. 
The above recommendation will require additional 
funding. We encourage the administration to make a 
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concerted effort to obtain the funds needed to put these 
incentives in place so that we can effectively implement 
SECNAV Instruction 1524.2. 
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6. CONCLUDING REMARKS 
The committee has made a variety of recommendations which we 
feel will strengthen our institution and its supporting role to 
the Navy. Of these recommendations, the following require 
specific, actions: 
1. Faculty at NPS should be judged on two criteria for PPT: 
internal contributions to NPS and external contributions 
which demonstrably enhance NPS's reputation in either 
the academic community, or DoN/ DoD, or both. 
2. The current format of the Faculty Activities Report and 
the Guidelines for PPT should be revised to reflect the 
above-mentioned changes in faculty promotion/tenure 
criteria. 
3. Technical Reports (classified and unclassified), when 
used as evidence of research productivity during the PPT 
process, should be externally reviewed. 
4. Each academic department should develop an instructional 
evaluation system to replace SOF. The SOFs should be 
used solely to improve upon instruction. SOF 
information should go only to the individual faculty 
member. 
5. More resources should be made available in the faculty 
budget for course development, for maintaining, 
improving and · monitoring tile quality of the 
instructional program, and for developing new 
instructional methods to improve learning efficiency. 
6. Each department should be required to have an active 
curriculum committee within the department. 









8. Research money should be provided to the Academic Groups 
to encourage the development of strong research programs 
in the operational areas. 
9. A faculty committee should be formed to examine the 
organization of the Academic Groups and the resources 
they have to manage the interdisciplinary operational 
curricula, and recommend changes that would enhance the 
effectiveness of the operational programs. 
10. A faculty travel and assignment office should be 
established to assist faculty in travel plans in order 
to facilitate faculty travel and experience tours. 
C-39 
As we conclude this Report, it is natural to ask: what impact 
will the Report make on the actions of the faculty and 
administration? How will our recommendations be implemented? 
Will there be some initial activity and change, only to gravitate 
in a short while back to the way we have been operating? What 
kind of institution will this be in 1990 and beyond? Clearly, the 
implementation of the recommendations we have made presents a 
serious challenge to us all. To be successful in these changes 
will require complete support and cooperation between the faculty 
and the administration. During this process, it is expected that 
the Division Deans, the Department Chairmen and the Faculty 
council will be intimately involved. 
There is a significant price tag associated with these 
recommendations --a price tag involving the time of the faculty, 
the ·administration and the support staff, as well as strong 
financial support. When resources are short, this will not be 
easy to accomplish. A perennial problem exists to decide on the 
division of operating funds between current activity (i.e., 
teaching the students we now have on campus) versus improving our 
future capabilities (i.e., preparing for tomorrow's students by 
developing new courses, new research programs and new Navy-
relevant instructional materials). Let us therefore take the 
initiative to make a strong investment in our future. NPS has 
existed for 77 years and has experienced numerous changes during 
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Ad Hoc Committee on Faculty Activities, 
Incentives, and Evaluation 
The Secretary of the Navy in his instruction 1524.2 provides 
the rationale for the School and acknowledges its accomplishments 
but calls for increased focus in programs and faculty activities 
to apply discipline expertise to increasing the effectiveness of 
naval operations. Paragraph 5 of the instruction pertains 
specifically to faculty but implications for the faculty appear 
throughout the instruction. 
As stated in paragraph 5 of instruction 1524. 2 the NPS 
faculty evaluation system for pay, promotion, and tenure should 
put equal emphasis on a) quality of teaching, b) publications and 
research, and c) contributions to mission of Navy and Marine 
Corps. The Committee is asked to consider these matters and to 
recommend via a writ6ten report what steps should be taken 
regarding faculty activities and evaluation that would serve to 
accomplish this objective. 
The Superintendent, VADM Austin, feels that the points to 
consider include the following: 
1. Faculty Naval Orientation and Experience 
o The process by which new faculty learn about naval warfare. 
o The incentiveds necessary for faculty involvement in 
applying their discipline expertise to problems in naval 
warfare. 
o How faculty contributions to naval operations should be 
documented and evaluated. 
o In many ways the intent of the Instruction can be met by 
increased faculty involvement in the operational curricula 
programs including teaching and research in relevant Navy 
areas. What experience do we have with faculty involvement 
in the operational curricula (or operational aspects of any 
curricula or discipline) that is helpful in thinking about 
the committee's change? · 
2. student Research: Naval orientation and Academic Relevance 
o How might thesis selection be a stronger part of guidance. 
o How NPS might insure that academic/naval theses of value 
are properly brought to the attention of high levels 
within the Navy. 
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3. The Present Procedures and Norms in Pay, Promotion and 
Tenure CPP&Tl 
o Does the present PP&T system place emphasis in the 
addressed areas? If not, how can it be improved? 
o Is the present PP&T system fair and consistent and does 
it award potential future contributions as well as past 
performance? 
o Is teaching excellence adequately evaluated? 
o Is there over emphasis on research? 
o Is there a balanced evaluation regarding publishing? 
o Does the faculty respect the PP&T system as being: 
a. just 
b. such that it promotes those best suited for future 
contributions to the NPS mission 
c. Thorough 
d. Resistant to special interests or favoritism 
4. Other 
o Are student results adequately evaluated? 
o How appropriate academic standards are to be safeguarded. 
It is suggested that the Committee hold open meetings to 
solicit faculty input. It is requested that an interim report be 
prepared by 30 October 1986, and that a final report be ready by 
1 February 1987. 
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APPENDIX B 
Faculty Career Examples 
Associate Professor Cases A and B. 
Both Professors A and B came to NPS immediately after 
receiving their PhD. Each published his/her thesis and a second 
related article. Both began doing research at NPS, Professor A 
beginning her own project and Professor B joining an ongoing 
effort. Subsequently, both published, A more frequently and as 
the only or principal author, B as a co-author. 
Professors A and B are quality instructors with A tending to 
lean more to high level graduate courses. Both use texts with 
which they are familiar from graduate school, or available notes 
from their department. Both advise thesis students and also serve 
as second readers. 
After two to three years at the school, the careers of 
Professors A and B begin to diverge. 
Case A continued 
Professor A continues to be a good instructor but her efforts 
are concentrating more on research. She publishes in quality 
journals at a high rate and is becoming known in her field as a 
bright new star. 
Professor A is beginning to apply her expertise to Navy 
problems, receives Navy support for her research, and makes visits 
to Navy laboratories to learn about Navy needs. 
After the appropriate time, Professor A is advanced to 
Associate Professor, and later awarded tenure based on the 
school's belief that she will become prominent in her field and 
that her interest in Navy problems will grow productively. 
Case B continued 
Professor B has demonstrated the ability to do quality 
research but it is obvious that his interests are primarily 
instruction. His participation in research projects begins to 
decrease except for his willingness to advise thesis students. 
Professor B is an innovator in his department in developing 
computer-aided instruction. He is beginning to create new 
material to support the courses he teaches, and these materials 
are well enough documented that they can be distributed and used 
by others in the department. He is beginning to visit Navy 
laboratories or operational units to learn about Navy problems and 
is bringing that knowledge into the classroom. 
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Professor B's innovative educational methods are of high 
enough quality that he is beginning to publish them in educational 
journals. He is developing a community of outside educators who 
are interested in his techniques. 
Professor B is advanced to Associate Professor and later 
awarded tenure in the belief that he will continue to grow as a 
leader in the outside educational community and that his 
application of Navy problems in course work will increase the 
relevance on NPS education. 
Case A counterexample 
Professor A becomes engrossed in high quality research in her 
field. Her instruction continues to be adequate, even of high 
quality, but she has no time for thesis students whose work would 
not help her publish. She tends to shun applied research, 
including Navy applications, viewing it as a distraction from her 
commitment to academic research. 
Professor A is not awarded tenure because she does not meet 
the requirement of devoting part of her professional career to 
serving the Navy. She leaves NPS and has a distinguished career 
at another university. 
Case B counterexample 
Professor B concentrates on high quality instruction and is 
extremely popular with the students. He shows a willingness to 
include Navy applications in his courses but tends to follow the 
lead of other in obtaining this material. He produces class notes 
for other when asked to do so. He tends to concentrate his 
efforts inside NPS, showing little or no inclination to 
disseminate material he develops outside NPS. 
Professor B is not advanced to Associate Professor nor 
awarded tenure i11 the belief that he will make no impact on the 
world outside NPS. 
Full Professor Cases 
As indicated in section 5 of this Report, the range of career 
profiles at the lower academic ranks will be narrower than at the 
upper ranks. It would be difficult to try to follow the various 
branches that Professors A and B might take, and of course, A and 
B are by no means exclusive examples of successful careers. The 
following are cases of promotion to full professor, indicating the 
breadth of acceptable service. 
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Case 1. 
Professor Z has been teaching undergraduate and graduate 
level courses in both his traditional discipline and in the ASW 
operational curriculum. He continually enriches courses with 
examples from his direct knowledge of current naval technology. 
He steadily advises thesis students on topics of direct interest 
to the ASW curriculum sponsor. He presents papers at Navy-
sponsored workshops and publishes some papers in archival 
journals. His research work on underwater acoustics has helped 
the Navy develop a superior sonar system. He routinely reviews 
papers for professional journals and has extensive committee 
service at NPS. 
Case 2. 
Professor Y primarily teaches graduate level courses and 
advises numerous thesis students. He has been actively funded by 
DoN and NSF for several years. He has established an 
international reputation through publications in the open 
literature and through conference presentations. He has offered 
a short course on his specialty to several Navy laboratories and 
systems commands. He has been active in his professional society 
as a conference organizer, has served as Academic Associate, as a 
member of the Research Council, and on various department 
committees. 
Case 3. 
Professor X teaches 2000 and 3000 level courses regularly to 
large numbers of students. He has created new courses (including 
supporting laboratories) and integrated them as required courses 
into the curriculuID. He has established a computer-aided tutorial 
program in one of the 2000 level courses which has been well 
received by the students. He is an officer in the American 
Society for Engineering Education, where he presents papers on 
different teaching strategies and new laboratory techniques. He 
has recently published a textbook which has been adopted by a 
variety of institutions across the country. During intersessional 
periods he has consulted at Navy laboratories, giving lectures on 
several topics of interest. He regularly will advise a thesis 
student on a topic of interest to those laboratories. He is 
Associate Chairman in his department for instruction. 
case 4. 
As an associate professor, Professor W continued to get 
assigned DoN-oriented courses for which no textbooks were 
available. Her research became more DoN oriented, as did the 
theses she advised. The DoN found her research and theses to be 
useful, and began to call on Professor W as a consultant. She has 
become an expert in the areas of technology and Naval operations 
that are impacted by her field. She concentrates on writing the 




giving occasional presentations at meetings of professional 
societies. Her reports have had a considerable impact on and have 
gained wide acceptance within DoN. 
Case 5. 
~ Professor V is an ex-Naval officer. He possesses a Master's 
degree but no PhD. His military experience has made his a 
recognized expert in military strategy. He has developed and has 
taught several required courses in different curricula. He works 
jointly with several other faculty members on interdisciplinary 
research projects. He regularly serves on Navy advisory boards, 
and is an officer in the Military Operations Research Society. He 
has written various classified technical reports which have 
received good to excellent reviews by an external team of experts. 
Case 6. 
Professor U was hired as an Associate Professor after 15 
years of experience at APL/JHU. He has a PhD in ME from UC 
Berkeley and spent his professional career, prior to coming to 
NPS, working on guidance and control problems in Navy Surface-to-
Air missiles. He is considered an expert in Navy missiles and has 
authored numerous classified reports in this field. 
Since coming to NPS, he.has been instrumental in introducing 
factual DoN missile examples into a variety of the standard 
curriculum courses in the AERO department where he teaches. He 
has also developed a special course on Surface-to-Air missiles for 
the Navy Intelligence, EW and CJ students which has been well 
received. He has continued his own work through a small yearly 
contract with NAVSEA which has provided regular thesis projects 
for 2-3 students per year. He is regularly sought out by NAVSEA 







Cases dictated by unique NPS requirement 
of the unique nature of NPS, we occasionally need to 
people who can fill a specific, non-standard 
Such individuals, who receive tenure, are indicated 
that all cases fill a specific Navy need. 
Professor T was hired directly as an untenured full professor 
based upon her nationally preeminent record in publications. 
Although she had no previous experience with DoN or DoD, her field 
has direct relationship to pressing Navy needs. She has within 
two y~ars demonstrated exceptional enthusiasm in developing 
DoN/DoD relationships and is becoming visible with important NPS 
consituencies. She has been successful in obtaining research 
sponsorship from Navy organizations and has been invited to 
participate on DoN/DoD committees and panels. Her teaching 
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performance has been superior and she has supervised\.an average 
number of theses. \ 
Case 2. \ 
. . ~~ 
Professor S was also hired directly as an untenur~-- full 
professor. Although his publication record is respectable,¥ is 
not sufficiently distinguished to merit promotion at a first ~te 
school. The NPS decision to hire at the full professor level tJas 
based primarily on market considerations in a scarce academic 
discipline. Professor S's teaching performance is superior and 
service to the NPS community has been dedicated and spirited. 
Contributions to DoN/DoD have been gradually increasing over a 
four year span. Professor S now has a solid reputation among 
several Navy constituencies and is able to obtain research 
sponsorship independently on a routine basis. 
Case 3. 
Professor R teaches in the ASW curriculum. He was hired by 
NPS at the rank of professor. Before coming to NPS, he ·was 
Assistant Secretary of the Navy for research, engineering and 
systems, a job he performed well for several years. Prior to 
that, he was director of research in a large defense-oriented U.S. 
corporation. He has been on many defense advisory panels, and has 
frequently been used as a consultant by DoN. In earlier stages of 
his career, he published in the refereed literature of his 
original discipline. Since coming to NPS, he has restructured and 
taught capstone courses in the ASW curriculum. No textbooks exist 
for these courses. His teaching evaluations have been very good. 
He has advised several ASW thesis students, working with him on a 
DoN-relevant, highly structured ASW research project having the 
promise of enormous short-term payoffs for the Navy. The research 






POM 92 ISSUE INPUT 
TITLE: BASIC GRADUATE EDUCATION INSTRUCTION SUPPORT REQUIREMENTS 
ISSUE: over the past decade the per capita support resources in 
terms of faculty, staff, and dollars allocated to the officer-
student•s instruction have decreased below the level required to 
support adequately the School's advanced education mission. The 
negative impact has been directly demonstrated by a steady rise 
in the size of the average class and in the significant increase 
in the percentage of large-sized classes so that they exceed 
accepted graduate school standards. To check this erosion, 
support continued academic accreditation, and to meet projected 
student growth, additional support is required for the School's 
academic base. 
BACKGROUND: 
A. ACADEMIC PROGRAM SUPPORT: Since the late seventies the 
student-to-faculty ratio at NPS has increased from 6.1 to 8.1, a 
33% increase in the number of students per budgeted faculty 
manyear of instruction. At other quality technical graduate 
schools the student-to-faculty ratios are in the 3.0 to 6.0 
range. This ratio is a basic accepted measure of quality at 
graduate education institutions. 
The effects of the increase in student-faculty ratio 
include: fewer one-on-one faculty-student interactions; a 20% 
increase in the average class sizes since 1980; an increase in 
the number of classes having greater than 30 students from 3% of 
the classes taught in 1980 to over 10% in 1989, and a decrease in 
the breadth of advanced technical course offerings. These 
changes also mean increased faculty workload and less faculty 
opportunity for developing and delivering courses. The 
accumulation of these problems are having a negative impact on 
both the recruiting and retaining of quality faculty. 
The stated faculty requirements have been scaled to achieve 
an overall student-to-faculty ratio of 7.5 by FY-96. This ratio 
was approximately that experienced by NPS in FY-80 when average 
class sizes were about 15 and the number of large classes greater 
than 30 were only 3% of the total classes taught. While not an 
optimum ratio for a quality graduate school, it does strike a 
practical compromise that will provide for a minimum acceptable 
instructor base. Although, ideally, the faculty should be in 
place by FY-92, the rate of growth of faculty accessions has been 
restricted to reflect NPS's historical capacity to recruit new 
faculty in addition to replacements for losses due to retirements 
and resignations. In order to maintain a balance between 
military and civilian faculty, an increase of ten officer end 
strength is required. Assignment of military faculty adds an 
important military dimension to educational programs and ensures 
that officer student thesis work reflects military applications. 
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The additional military faculty provides for the conduct of 
SECNAV courses and implementation of Phase I JPME. 
Concurrently, new faculty members must be provided with time 
to work individually with students on their research projects. 
This requires that research labor manyears be maintained at about 
35% of the total faculty labor manyears with about 27% of this 
research labor being reimbursable research. Only that portion of 
the research that is direct-funded is requested in this POM. The 
reimbursable research will be addressed in the annual budget 
submission in accordance with the current SECNAVINST 7040.12 
(Series). During the POM years a major effort at the School will 
be to increase faculty expertise and student involvement in areas 
that are critical to Navy and Marine Corps combat effectiveness 
in accordance with the guidance in SECNAVINST 1524.2A. To 
accomplish this, NPS must expand its interdisciplinary groups 
which will integrate Navy requirements and current technology 
into classroom instruction and thesis work, and perform Navy-
relevant research to remain abreast of Navy warfare requirements. 
NPS plans to develop groups with the topical areas chosen to 
support needs that are current and that also extend ten or more 
years into the future. The emphasis of the groups will change as 
technology needs change; current plans are to form the following 
groups (groups in acoustics, ASW, EW, CJ and Space Warfare are 
already in place): 
Sensor Fusion/Controls 
Fluid Dynamics/Heat Transfer 
Stealth Technology 
Wargaming/Simulation 




Faculty increases require a balanced growth in the GS/WG 
support structure to provide laboratory, classroom, and 
administrative support. Currently, the NPS staff-to-faculty 
academic support ratio is 1.5. This is unacceptably low in 
comparison with other institutions with which NPS competes for 
faculty. For example, a 1980 survey of 268 universities 
indicates that the least affluent 1/5th of them had an average 
staff per faculty ratio of 2.s with the most affluent 1/5th 
having a ratio of 4.4. In building the staff requirements for 
this POM a conservative ratio of 2.0 has been used. support 
staff' growth has been phased in to meet faculty growth and the 
time sequencing of the NPS MILCON plan. Most staff support is in 
highly technical areas associated with teaching and research 
laboratories. An increase in Naval Postgraduate School legal 
staff, is needed to meet the institutional and individual 
requi~ements in intellectual property matters and to provide 
legal review of all ethics issues • 
B. LIBRARX: A 1982 NAVMACLANT study validated a need at that 
time for seven more billets which were never authorized. Since 
then student population has increased by 36% with the attendant 
increased demand tor services. Library staffing inadequacies 
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have also been noted by other review groups such as the Western 
Association of Schools and Colleges, the School's principal 
accrediting body, and a 1983 Library External Review Committee. 
This issue is expected to be raised as a major factor in the 
scheduled FY-90 NPS re-accreditation. For comparative purposes, 
the staff-to-holdings ratio at the NPS library is significantly 
below those of the Naval Academy or the Navy War College. The 
staffing shortages have manifested themselves by reduced levels 
of services for the students and faculty and a growing backlog of 
more than 5000 uncatalogued books. In the next five years, 
holdings must increase by 35% to meet increased student and 
faculty study and research requirements. Also, resources must be 
programmed to reflect the continuing unusually high inflation 
rates (9%) of the costs of books and periodicals. 
A significant increase in the classified holdings of the 
Library Research Division is required to meet increased 
classified study and research. The acquisition of the 
classified-capable Scientific and Technical Information Library 
Automation System (STILAS) is necessary to provide student and 
faculty access to these holdings. · 
C. COMPUTER CENTER: The NPS central Scientific Computer Center 
has 6 (i.e. 30%) fewer computer support professionals today than 
ten years ago. This decline is in the face of increasing demands 
for computer-based services, the computer emphasis of the 
graduate programs, the complexity of the computer systems, and 
the increased demand for network support for student and faculty 
personal computing. The shortage has affected most the user 
services provided directly to the academic programs, including; 
virtual elimination of individual consulting and systems help 
provided to the students and faculty; and prevention of the 
center from exploiting emerging technologies. These 
discrepancies are expected to be a subject of adverse evaluation 
by the School's reaccrediting agencies. The requested resources 
will: correct the chronic staff shortage to support the present 
workload, computer systems, applications and user services; 
develop information and technical services for the students and 
faculty with personal computers/workstations and network 
connections; plan, develop and support the complex, fully-
integrated information processing environment required for 
academic service computing and provide all these services and 
support for a user population expected to expand 25% by FY92. 
D. FACULTY SALARY SUPPORT: Recruiting and retaining qualified 
graduate-level faculty is essential to the mission of the School.. 
Since 1980 faculty salaries nationwide have increased an average 
of 4-5% above the inflation rate. Over the next ten years there 
will be increasing competition for a decreasing supply of 
qualified faculty nationwide, a situation that will exist for at 
least the next ten years. The School will be competing with both 
state and private universities which pay significantly higher 
salaries than the federal government for technical faculty. To 
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remain viable in these circumstances will require additional 
funding to accommodate three different aspects of the faculty 
payroll problem. Funding increases reflect the requirements 
necessary to meet the OP-Ol/OP-09 legislative initiatives to 
increase faculty pay. This funding is being requested on an 
annual basis to prevent cyclical one-time major adjustments and 
to remain competitive year to year. The three aspects are: 
O NEW FACULTY HIRES: National average salaries for new 
faculty can conservatively be expected to grow annually 
by 5% above inflation over the next decade as a result 
of unfavorable supply of new PhD's compared to national 
academic and industrial employment demands. In 
addition, the cost of housing in the Monterey area is 
among the highest in the country. In order to compete 
successfully in the difficult faculty recruiting 
environment of the 90's it will be necessary to offer 
new faculty an initial salary at a higher pay~step to 
offset the cost of local housing. subsequent year-to-
year pay raises would be at a slower rate for about 
five years, when the salaries for new faculty would 
join the normal pay raise cycle. This would provide 
new faculty members with a salary that would allow them 
to qualify more easily for a home loan in the local 
housing market. This accounts for about 49% of the 
requested annual O&MN (Labor) funds over the POM years. 
0 ON-BOARD FACULTY PAY INVERSIONS: As newly hired 
faculty salaries increase, provisions must be in place 
to pe~it selective on-board faculty salaries to rise 
at a rate 5% above inflation to prevent salary 
inversions. This accounts for about 38% of the 
reques~ed annual O&MN (Labor) funds over the POM years. 
0 FEDERAL PAY CAP: The federal pay cap significantly 
restri~ts the competitive position of NPS in retaining 
more senior and experienced faculty. For example, 
between FY-87 and FY-89, 22 experienced faculty 
resigned from NPS for offers of better salaries. These 
resignations combined with retirements and other losses 
during this period have resulted in a turnover-rate for 
~enured faculty of over 20%. This rate is too high for 
the School to build and maintain a quality faculty base 
that is adequate for meeting the requirements of the 
School's advanced education mission. Several 
initiatives are working to provide a legislative 
package to tie faculty pay caps to Executive Level IV. 
This POM input assumes success and provides resources 
to permit an initial pay increase for those faculty 
purrently at salary steps above the pay-cap. It also 
funds continued 5% annual increases above inflation for 
this segment of faculty through the remainder of the 
POM years. This accounts for about 13% of the 
j:equested annual O&MN (Labor} funds over the POM years. 
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E. STAFF SALARY INCREASES: Attracting and retaining qualified 
support staff is increasingly difficult because of competing 
salaries in the state and local economies. NPS experienced an 
unacceptable 26% turn-over rate in the FY-88/89 time frame. This 
compares to an expected normal turn-over rate of 9 to 13%. The 
result has been a massive drain on the experienced support base 
of the School with attendant inefficiencies and the high cost of 
training new employees in all phases of the Schools operation. 
In order to reverse this trend and to stay competitive in the 
hiring.marketplace over the next decade, NPS will have to raise 
selectively the pay structure of its GS/WG employees. On the 
average, a selectively applied special salary rate increase of 
15% of base salary is required for the School to remain 
competitive in the local economy. This compares to studies of 
the private sector by the Office of Personnel Management which 
indicate that federal salaries are about 28% below the private 
sector nationwide. Formal requests for a special salary rate are 
being pursued through appropriate channels. This POM input 
assumes that such a request will be approved. 
F. SECNAV FELLOWS: The SECNAV Fellows program was established 
at the Naval War College in 1985 and was extended to the us Naval 
Academy in about 1987. It has since brought distinguished 
civilian scholars and experts to serve on the faculty of those 
institutions benefiting the students and enhancing recognition of 
Navy academic excellence. SECNAVINST 1520.X (pending) extends 
this program to the Naval Postgraduate School. It is anticipated 
that up to seven SECNAV fellowships will be available eacn year 
attracting nationally-recognized experts in national security 
affairs, defense sciences, and defense technology areas. The 
fellows will participate in teaching and in graduate level 
research supervision. Technical/clerical support is also 
required at the rate of approximately one support person per two 
or three fellows as outlined in draft SECNAVINST 1520.X. 
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FUNDING: 
FY-92 FY-93 FY-94 FY-95 FY-96 FY-97 
A. ACADEMJ;C PROGRAM SUPfOBT: 
O&MN (OPTAR) 660 680 1336 1375 1488 1532 
O&MN (LABOR) 3718 3831 7939 8177 9611 9900 
OPN 200 206 403 415 450 464 
CIV H 78 78 154 154 182 182 
MILPERS 10/0 10/0 10/0 10/0 10/0 10/0 
B. LIBRARY: 
O&MN (OPTAR) 674 579 610 642 677 713 
O&MN (LABOR) 636 655 675 695 715 737 
OPN 780 0 0 0 0 0 
CIV H 25 25 25 25 25 25 
c. ~OMf~IB CJ:ilf1EB: 
O&MN (OPTAR) 159 176 .193 199 205 211 
O&MN (LABOR) 464 516 570 588 605 623 
CIV H 12 13 14 14 14 14 
D. fACULTI SALARY SUfPORT: 
O&MN (LABOR) 1485 1925 2331 2682 3002 3256 
E. §DEE SALARY INCBJ:iASES: 
O&MN (LABOR) 2718 2800 2884 2871 3060 3152 
F. SJ.liCHAY [ELLOWS: 
O&MN (OPTAR) 140 144 149 153 158 162 
O&MN (LABOR) 726 748 770 793 817 841 
CIV H 11 11 11 11 11 11 
TOTALS 
O&MN (OPTAR) 1633 1579 2288 2369 2528 2618 
O&MN (LABOR) 9747 10475 15169 15806 17810 18509 
OPN 980 206 403 415 450 464 
CIVH 126 127 204 204 232 232 
MILPERS 10/0 10/0 10/0 10/0 10/0 10/0 
D-7 
MANPOWER IMPLICATIONS: 






Educ. Supp. Superv. (GS11-12) 
Educ. Supp. Spec. (GS6-9) 
Editorial Assts. (GS5-6) 
Clerk Typists (GS4-5) 
Patent/Intellectual Property 
Legal Specialist (GS12-14) 





Library Techs (GS5/6/7) 
Clerk Typists (GS4/5) 
Total 
C. COMPUTER CENTER: 
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88 88 164 164 192 192 
3 3 3 
5 5 5 
11 11 11 
6 6 6 











Computer Spec. superv.(GS13) 2 2 2 2 2 2 
Computer Specialist (GS7/9/11/12) 10 11 12 12 12 12 
Total 12 13 14 14 14 14 · 
D. FACULTY SALARY SUPPORT: No end strength implications. 
E. STAFF SALARY INCREASES: No end strength implications. 
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F. SECNAV FELLOWS: 
Faculty 7 7 7 7 7 .. 7 
Research support Techs(GS9) 3 3 3 3 3 3 
Clerk Typist (GS4/5) 1 1 1 1 1 1 
TOTAL 11 11 rr 11 rr 11 
D-9 
POM 92 ISSUE INPUT 
TITLE: OFFICER STUDENT SUPPORT 
ISSUE: Funding and personnel for Naval Postgraduate School 
student support services have not kept pace with prior years 
growth of academic programs and student population. Additional 
requirements by SECNAV, CNO, and Program Sponsors cannot be 
accomplished with current funding and staffing levels. 
BACKGROUND: 
A. PROGRAMS AND CURRICULUM SUPPORT. As the student population 
increases from less than 1200 in FY81 to a projected 2000 in FY-
92, the need to tailor programs individually to student needs and 
burgeoning military support requirements dictate the necessity 
for an Assistant Director of Programs for Curricular Affairs, 
Programs Administrative Assistant, Director of Civilian 
Institions, Assistant curricular Officers for each Curricular 
Office, and adequate secretarial support. OP-02, OP-03, and OP-
05 intiatives call for assignment of a highly experienced senior 
(0-5) warfare officer in each warfare area to keep 700 officer 
students current and abreast of developments in their warfare 
specialty and to guide and closely monitor individual career 
devvelopment. One 0-6 billet to fill the OP-06 requirement for a 
strategic Planning Chair in the National Security Affairs 
Department at Naval Postgraduate School is necessary to implement 
the chair as prescribed in OPNAVINST 1524.2A. 
As student input approaches 1000 each fiscal year, the 
admissions office workload has increased significantly. To 
accomplish tasking, one GS-11 Assistant Director of Admissions 
and one GS-05 clerk typist are necessary. To meet CNO desires 
that the fleet be better informed as to the availability and 
strategic advantages of Navy graduate education, comprehensive 
fleet wide media exposure is needed. While the media campaign 
should originate from Naval Postgraduate School, the Public 
Affairs Off ice here is sorely undermanned to accomplish this 
significant task. Additional civilian/military endstrength and 
funding is required. The student increase has also overtaxed the 
current capability of the Educational Media Department to provide 
high quality visual graphics and printed products. This is 
essential in providing the ability of the Navy to utilize the 
increasingly important technology transfer from student research 
to Navy problems. In order to meet the more than doubling of 
printing requirements for educational and thesis support, bindery 
equipment, one printing press and a graphics workstation are 
needed as well as GS-05 printing assistant and a GS-09 automated 
Publication specialist. 
B. INTERNATIONAL EDUCATION DEPARTMENT REORGANIZATION. 
International military officers who have been carefully selected 
by their governments comprise more than 17% of Naval Postgraduate 
School student body. The reorganization of the International 
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Office under a military Director (0-5 Commander) is imperative to 
provide proper leadership, close management and compatibility 
with the 300 international military officer students and their 
families. A military director is also necessary to enhance the 
required, continuous interface with military organizations both 
in Washington D.C. (NETSAFA, NAVOTTSA, and OPNAV) and overseas 
contact with attaches and military liaison officers both in the 
U.S. and abroad. Further expansion of responsibilities to 
fulfill the growing needs of international officer students and 
their families make this a necessity. 
C. SENSITIVE COMPARTMENTED INFORMATION FACILITJ CSCIFl. Current 
endstrength in the Sensitive Compartmented Information Facility 
of three personnel is not adequate to maintain two person 
integrity (TPI) for the extended hours required to allow students 
to do compartmented class and thesis work and for faculty to 
prepare their course materials and teach effectively. An 
additional Intelligence Specialist (IS) is needed to assure 
timely processing of Special Background Investigations (SBis), 
handling security of SCI Information, and administrative duties. 
A GS-7 Assistant Special Security Officer (SSO) is required to 
ensure continuity of operation in the SCIF, since the SSO has the 
additional responsibility as the Assistant Curricular Officer for 
National Security Affairs. Assistant sso primary 
responsibilities to include student In/Out Processing, SCIF 
Access Control, and Intelligence Research. 
D. SQBSPECIALTY FIELD ACTIVITY. Students engaged in thesis 
research and stuqy at Naval Postgraduate School must maintain a 
focus on current1Navy issues, goals, and emergent Naval 
technology if they are to develop useful and relevant skills 
while at Naval Postgraduate School. To maintain that focus an 
active and viable program of field experience and idea exchange 
between officer ~tudents and Navy laboratories, operational units 
and major staffs:is required. Only with such a "face to face" 
level of involvement can the student gain an appreciation of how 
to apply his or her education in contribution to the needs of the 
Navy. Currently Naval Postgraduate School funds less than 20% of 
the total thesis travel and the Naval Postgraduate School's 
student travel line has suffered repeated reductions over the 
years. As a result student travel is denied or obtained on an 
unprogrammed and highly unpredictable "reimbursable" basis. The 
ability to couple graduate level work to Navy programs and need 
is thus directly adversely affected. 
E. CIYINS. LAW EDUCATION PBOGBAM. By U. S. C. SEC. 2004 Congress 
established the Law Education Program (LEP). It authorized each 
military department to select up to 25 officers per year for 
attendance at law school under this funded program. Pursuant to 
SECNAVINST 1520.7D, the number of Navy and Marine Corps officers 
to be selected for input each year is determined by a review of 
endstrength requirements, year group composition and accession 
projections from all sources. Until recently, satisfactory 
recruiting and retention programs allowed JAG to limit the annual 
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selection to 5 officers per year, for a maximum of 15 officers in 
school at any one time. Due to a decreasing accession and 
increasing retention problems the JAG community needs to increase 
enrollment in the LEP. Unplanned resignations at the LCDR level 
have only exacerbated the problem. The Navy share of quotas has 
been determined to be 16 of the 25 available. If the current 
resignation rate continues it might prove necessary to fill all 
16 quotas. The present plan calls for the increase to 10 quotas 
and to keep it steady at 10. 
F. AVIATION SAFETY. The Aviation Safety Program at Naval 
Postgraduate School has experienced a 25% increase in class size 
and doubling of course content for the Aviation Safety Officer 
(ASO} and the Aviation Safety Command (ASC) courses. The 
Aviation Safety Program has also experienced a doubling of fleet 
survey requirements. Provision of one military (or civilian 
equivalent) instructor is needed to support current taskings of 
the Aviation Safety Program. 
Additionally, the Naval Safety Center and OP-593 have tasked 
the Aviation Safety Department, Naval Postgraduate School to 
establish and implement a separate Aircrew Coordination Training 
(ACT) Course. Aviation Communities have recognized the need to 
train their air crews in Aircrew Coordination which has been the 
second leading cause of pilot error mishaps over the last five 
years. Personnel requirements to accomplish this tasking include 
one Program Coordinator (0-5 or civilian equivalent), three 
HELO/TACAIR/OTHER Community Managers (0-4 or civilian 
equivalent), and one GS-5 administrative support secretary. 
Equipment needs include procurement and maintenance of Infrared 
Video machines and travel support to perform 12 to 14 data 




FY-92 FY-93 FY-94 FY-95 FY-96 FY-97 
A. fBOGRAMS AND CURRICULYH SUP;fORT 
O&MN (OPTAR) 85 0 0 0 0 0 
O&MN (LABOR) 371 385 388 408 419 433 
CIVH 17 17 17 17 17 17 
MILPERS 14/2 14/2 14/2 14/2 14/2 14/2 
B. IHlERNATIONA)d EDUC~ION gEPARl'.HEN~ 
MILPERS 1/0 1/0 1/0 1/0 1/0 1/0 
c. ~ 
O&MN (LABOR) 25 26 27 28 28 29 
CIVH 1 1 1 1 1 1 
MILPERS 0/1 0/1 0/1 0/1 0/1 0/1 
D. SWHzfECIA)dTY FJ;ELD ACTIVI~X 
O&MN (OPTAR) 385 397 408 421 433 446 
E. CIVIH§, I.!EP 
O&MN (OPTAR) 187 300 443 594 718 864 
F. AVIMlQN SAFETX 
O&MN (OPTAR) 72 59 59 40 40 40 
O&MN (LABOR) 20 21 22 22 23 24 
CIVH 1 1 1 1 1 1 
MILPERS 4/0 4/0 4/0 4/0 4/0 4/0 
TOTALS 
O&MN (OPTAR) 729 756 910 1055 1191 1350 
O&MN (LABOR) 416 432 437 458 470 486 
CIVH 19 19 19 19 19 19 




PROGRAM AND CURRICULUM SUPPORT 
Assistant Director of Programs 
Program Administrative Assistant 
Director of Civilian Institutions 
Assistant curricular Officer 
Assistant Curricular Officer 
Warf are Advocates 
Assistant Director of Admissions 
Administrative Support Clerk Typist 
Administrative Support Clerk Typist 
Automated Publication Specialist 
Printing Assistant 
Public Affairs Officer 
Public Affairs Assistant 
Journalist 
Aviation Safety Instuctor 
Chairman, Strategic Planning 
SENSITIVE COMPARTMENTED INFORMATION FACILITY 
Assistant Special Security Officer 
Intelligence Specialist 
INTEBNATIONAL EDUCATION DEPARTMENT 
Director International Education Department 
AVIATION SAFETY 
Aircrew Coordination Training (ACT) Course Director 
Aviation Community Managers 














































POM 92 ISSUE INPUT 
I 
TITLE: MAINTENANCE OF REAL PROPE.TY/MILCON SUPPORT 
ISSUE: Funding and personnel for the maintenance of real property 
have lagged growth at the Naval P~stgraduate School and its tenants. 
Scheduled MILCON in FY-90 and bey~nd will further exacerbate the 
Public Works Department's ability to perform maintenance and repairs 
to critical systems and to supporl adequately the academic mission of 
the school. Additionally, variou~ projects and associated funding 
shortfalls will occur as the stat!on embarks on an ambitious MILCON 
program which will prepare this f tagship institution for entry into 
the 21st century. ' 
BACKGROUND: 
A. PRIOR GRQWTH. The 1994 Comme~cial Activities (CA) Study 
established the school's Most Efffcient Organization (MEO) as 93 end 
strength. Since that time, the a'ount of maintainable real property 
has increased more than 7% from 11240,000 square feet to 1,326,000 squar~ feet. Much of this increa~e is in buildings that house 
expensive computer systems and require critical air conditioning 
systems. Today's larger student 'opulation has increased demands on 
Public Works support for academic research projects, office space re-
configurations, and classroom and lecture support. These increases in 
requirements have added to the Public Works Department workload to the 
point that it has had to defer approximately 25% of its preventive 
maintenance effort ca man years) and has been seriously deficient in 
its ability to respond to custome~ work requests, with th~ average 
response time now an unacceptable 40 weeks. Although POM~9o includes 
an increase in the Public Works w~rk force, these increases were 
originally requested to prepare f~r planning and inspection of its 
MILCON program. The planned bill~t increases are mostly in the 
engineering, inspection, and acco~nting areas vice in the area of 
productive labor. A total of nin$ billets is required in FY-92 to 
bring productive labor back to an'acceptable level. 
B. MILCON SUPPORT. Construction of P-157 (Applied Instr.uction 
Building) has been moved up to FY"'"90 with an estimated completion date 
of June 1991. Billets requested yia POM-90 for FY-93 also need to be 
advanced to FY-92 in order to maintain P-157 as well as the new 
Library extension, P-097. Additic1mal maintenance personnel wiil be 
required in the out years as each additional new building comes on 
line. 
C. ACADEHIC REFQRBISHMENT. On c~mpletion of the new academic 
building in 1992, approximately SOK square feet of academic space will 
be realigned in Root and Ingersolf Halls to develop urgently needed 
laboratories in Electrical and Co.puter Engineering, Computer Science, 
Oceanography, and Meteorology. It will allow for full development of 
academic programs in ASW, EW, C3, and Space Operations. Lack of space 
over the past 10 years has reduce~ laboratory space and classrooms to 
provide faculty space during a petiod of doubling of .school input. 
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These laboratory spaces must be r•stored and maintained so that the 
Naval Postgraduate School will re~ain current in Electrical 
Engineering, Computer Technology and in Space Technology. 
D. COMMERCIAL ADMIN SPACE. MILCON projects P-129 and P-155, 
scheduled for FY-91 and FY-92, involve the seismic upgrade and 
extensive renovation of these two 65 year old buildings. These ,~ : 
projects will require vacating on• floor of a building at a time which 
will displace up to 63 workers at a time. There is no excess space at 
Naval Postgraduate School to hous¢ the administrative personnel that 
must vacate these buildings. Apptoximately 17,000 square feet of 
commercial off ice space must be r•nted or a portable facility set up 
on base during the 3 years of con~truction. 
E. COMMERCIAL ACTIVITIES (CA) STUQY. Naval Postgraduate School is 
scheduled to accomplish a Commerctal Activities Study of the Public 
Works Department in FY-97. Accomplishment of this study will require 
the station to fund an outside ag•ncy to accomplish performance work 
statements and evaluate the government's bid for this contract. 
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FUNDING: 
FY-92 FY-93 FY-94 FY-95 FY-96 FY-97 
A. PRIOR GROWTH 
F4FA 
O&MN (LABOR) 92 96 98 101 104 108 
CIVH 3 3 3 3 3 3 
F4FB 
O&MN (LABOR) 65 67 69 71 73 76 
CIVH 2 2 2 2 2 2 
F4FC 
O&MN (LABOR) 33 34 35 36 37 38 
CIVH 1 1 1 1 1 1 
M8MZ 
O&MN (LABOR) 29 30 31 32 33 34 
CIVH 1 1 1 1 1 1 
F3FR 
O&MN (LABOR) 49 51 52 54 55 57 
CIVH 2 2 2 2 2 2 
B. Mil.!~QN SUPf ORT 
F4FF 
O&MN (LABOR) 310 415 559 643 733 935 
CIVH 10 13 17 19 21 26 
F3FD 
O&MN (LABOR) 24 25 52 54 56 58 
CIVH 1 1 2 2 2 2 
c. ACADEMIC REFURBISHMENT 
F4FA M-1 
O&MN (OPTAR) 220 220 267 287 336 336 
F4FA 
M2 800 0 0 0 0 0 
F4FB 
R2 700 0 0 0 0 0 
o. COMMERCIAi.! A12MIN SPACE 
F3FD 
O&MN (OPTAR) 122 122 0 0 0 0 
- E. CA ST'QPY 
F4FF 
O&MN (OPTAR) 0 0 0 0 150 150 
TOTALS 
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O&MN (OPTAR) 342 342 267 287 486 486 
O&MN (LABOR) 602 718 896 991 1091 1306 
CIVH 20 23 28 30 32 37 
M2 800 0 0 0 0 0 
R2 700 0 0 0 0 0 
MANPOWER IMPLICATIONS: Alternative II requires 37 direct hire end 
strength. 
FY-92 
Maintenance Mechanic (F4FA) 8 WG-08 
Journeyman (F4FA) 7 WG-10 
Journeyman (F4FB) 2 WG-10 
Boiler Plant Operator (F4FC) 1 WG-10 
Audio/Visual Technician (M8MZ) 1 WG-08 
Production Controller (F3FD) 1 GS-07 
Clerk/Typist (F3FR) 1 GS-05 
Vehicle Operator (F3FR) 1 WG-08 
FY-93 
Maintenance Mechanic (F4FA) 2 WG-08 
Journeyman (F4FA) 1 WG-10 
FY-94 
Maintenance Mechanic (F4FA) 2 WG-08 
Journeyman (F4FA) 2 WG-10 
Production controller (F3FD) 1 GS-07 
FY-95 
Maintenance Mechanic (F4FA) 1 WG-08 
Journeyman (F4FA) 1 WG-10 
FY-96 
Maintenance Mechanic (F4FA) 1 WG-08 
Journeyman (F4FA) 1 WG-10 
FY-97 
Maintenance Mechanic (F4FA) 2 WG-08 
Journeyman (F4FA) 3 WG-10 
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POM 92 ISSUE INPUT 
TITLE: BASE OPERATING SUPPORT 
ISSUE: Various regulatory and programmatic requirements have expanded 
faster than funding and end strength authorizations for Base Operating 
support elements of the Naval Postgraduate School. Navy requirements 
for security training, management review and control, and property 
accountability require additional personnel to perform those 
functions. Increasing Navy and environmental regulations demand 
expansion of the Naval Postgraduate School's Occupational Safety and 
Health Office. Congressional actions require expansion of certain 
family-oriented programs and conversion to Civil Service of all NAF 
employees whose salaries are reimbursed by appropriated funding. 
Existing programs at Naval Postgraduate School require expansion 
because of new functions, growth of the student popu1atioo, co~pletion 
of scheduled MILCON projects, or combinations of these factors. 
Additional funding of support functions is necessary to meet growth of 
graduate study requirements and maintain the Naval Postgraduate School 
as a flagship institution. 
BACKGROUND: 
A. SAFETY OFFICE. The Chief of Naval Operations (OP-09BF) Navy 
occupation Safety and Health (NAVOSH) inspection team in May 1989 
identified serious deficiencies in the areas of Hazardous Material 
storage and disposal, Radiation, Gas Free Engineering, Industrial 
Hygiene, Work Place Monitoring, employee training, and staffing of the 
Naval Postgraduate School Safety Office. The current level of 
staffing in the Safety off ice will not provide the support necessary 
to monitor and maintain a safe working and instructional environment 
for the students, faculty and staff at the Naval Postgraduate School. 
An additional four positions are needed to monitor these pritical 
programs. 
B. SICYRITY DEPARTMENT. The 19S6 Navy IG review noted that Naval 
Postgraduate School did not comply fully with the Navy's Physical 
Security Manual, OPNAVINST 5530.14, which requires that all access 
gates at Navy facilities be under security force control when open. 
To accomplish this, Naval Postgraduate School POM-90 requested an 
additional 16 Security Guards. New provisions of OPNAVINST 5530.14 
mandate additional training requirements for each civilian 
Guard/Policeman. To meet this additional training requirement, avoid 
costly overtime, and still man the seven required guard posts, an 
increase of seven more billets in the Security Department (from 35 to 
42) is needed. Also, an additional four vehicles, radios, and 
personal equipment will be required for the new policemen. 
c, COMffANQ.EVALUATION OFFICE. Current staff of three auditors is 
inadequate to meet management needs. Numerous complex issues 
~ssociated with this institution require e~pansion of the staff to 
monitor effectiveness of management controls, provide liaison with 
D-l9 
outside auditors and outside audit efforts, and train and coordinate 
the efforts of the command's many audit boards. 
During calendar year 1989, Command Evaluation staff identified the 
need for eight reviews in areas considered highly vulnerable. 
Nineteen additional vulnerable subjects identified by management and 
reviews, were scheduled on a time availability basis. During the 
first eight months of 1989, Command and Evaluation completed only 50% 
of the highly vulnerable reviews and was not properly staffed to 
address the 19 additional vulnerable subject reviews. 
Additional requirements include coordination of command response 
to the NAVAUDIT Report, implementation of plans of action for a 
Procurement Management Review, NAVOSH Inspection and Inspector 
Generals Review on Ethics. Two additional auditors and one management 
assistant are necessary to perform these functions and provide follow 
up. 
o. FAMILY SERVICES CENTER. The Family Services Center provides 
services to over 2,800 military personnel and their dependents at 
Naval Postgraduate School and tenant commands. Currently, the Family 
Services Center is staffed with one junior officer (0-1) and one part 
time civilian. Due to the lack of end strength, Naval Postgraduate 
School is unable to devote the necessary time to programs that meet 
the needs of Navy people and families. Program areas that are 
deficient include: spouse employment assistance, information and 
referral, family counseling, relocation assistance, financial 
education assistance, and family enrichment. Two additional program 
specialists/counselors, an 
E-7 relocation coordinator (NCC) and a clerk typist are needed 
immediately, as well as increased OPTAR. As these programs grow, 
additional personnel and OPTAR will be required in the out years, 
including three GS-11 specialists. Additionally, the Family Services 
Center has been unable to hire a qualified Family Advocacy Program 
Specialist at the GS-09 level as requested in POM-90. The position 
requires upgrading to the GS-11 level with a corresponding increase in · 
funding. 
E. ADMINISTRATIVE INFORMATION SYSTEMS STAFFING AND EQUIPMENT. 
Administrative Support requirements are met partially by remote 
timesharing facilities on the IBM 3033/4381 computer network and 
partially by a network of micro computers. A skeletal level of 
facilities and service now exists but two major deficiencies remain. 
First is the lack of sufficient personnel to develop and maintain the 
required applications and to provide training and user support. 
Second is the need to expand the microcomputer network to service the 
balance of academic support/base operations areas in mission critical 
areas. Two positions are required initially, increasing to a total of 
five in the out years. 
F. MWR. CHNAVPERS has directed the cessation of appropriated fund 
reimbursement of non-appropriated funded salaries by 
October 1, 1990. These personnel, a total of twenty positions, 
include managers, accounting personnel, and child care/family home 
care workers. Conversion of positions from non-appropriated fund 
positions to Civil Service positions with associated increase in MTPA 
D-20 
... 
is required. Additionally, OPTAR is required to fund various category 
"A" and "B" MWR activities in accordance with the 1987 DOD MWR plan. 
Funds are needed to expand youth activities and child development care 
as well as offset costs in category "A" fitness activities. 
G. FAMILY HOME CABE PROGRAM. In response to continued strong demand 
for quality child care, and the shortage of available center-based 
child care (current waiting lists at Naval Postgraduate School equal 
the total capacity of the center), Naval Postgraduate School has 
established an approved Family Home Care Program using non-
appropr iated funds. Congress has directed that family home care costs 
be supported by appropriated funds and dictated that they be 
considered family support costs and not be funded by MWR appropriated 
funds. Additional OPTAR and MTPA is requested to fund the coordinator 
position and support the station's program. 
H. ».QQ. MILCON project P-129 will add an additional 25 transient BOQ 
rooms in FY-91. A permanent party BOQ (P-089), which will provide 
berthing for 135 bachelor officers, is scheduled for FY-93. Two 
additional Military Building Petty Officers will be required to 
operate these rooms. 
I. CIVILIAN PERSONNEL OFFICE. Current end strength of fifteen 
employees in the Civilian Personnel Office can not accomplish present 
workload. The employee, labor relations and training division has 
four employees. Based on workload data, six end strength are required 
to accomplish the mission. The Staffing and Classification Division 
workload requires ten end strength vice the nine currently authorized. 
This work requirement is based on a 26% turnover rate, an increased 
number of applications, and classification actions. As a result of 
manpower shortage several programs are seriously under performed or 
not performed. They are: a substantive review of all Naval 
Postgraduate School and tenant commands' critical elements 
and performance standards, implementation of Employee Wellness 
Program; development and presentation of required supervisory 
training; aggressive follow-up on employee payroll problems, and 
aggressive return to work program for injured employees. Three 
additional end s~rength are necessary to support the critical civilian 
personnel function. 
J. COMPTROLLER OFFICE. Following the 1985 and 1989 Naval Audit 
Service findings, a review of the Comptroller Department was made to 
deterJlline the number of positions required to fulfill the budget and 
accounting functions at Naval Postgraduate School. That review showed 
that 37 personnel were required to handle the workload associated with 
a budget which totaled approximately $65 million. Due to budget/end 
strength limitations, the Comptroller's staff was increased to only 31 
in FY-86. In the time frame since the staff increase, accounting 
requirements have increased due to the advent of Direct Funded 
Research, requirements for accounting of research funding services, 
greater emphasis by the Navy on prior year accounts to prevent 
unexpended funds going into the "M" year, and the need to have greater 
control of the expenditure of travel funds. Improved autom:ation in 
the Comptroller's Department has reduced personnel requirements and 
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will allow the workload to be completed effectively with 36 vice 37 
positions. 
K. PROPERTY MANAGEMENT. Increased Navy emphasis on accountability 
and control of minor and plant property requires additional staffing 
to properly manage the program. Mandated inclusion of minor property 
into a strict accountability system has increased the number of 
accountable items ten fold, from less than 5000 to more than 50,000. 
These initiatives were emphasized by the NAVAUDIT Service. Additional 
funding and end strength is required. 
L. DDN COMMUNICATIONS. The Naval Postgraduate School's use of the 
Defense Data Network (DDN)/MILNET and its predecessor, ARPANET, in the 
past has been subsidized by DARPA and NAVTELCOM. The CNO has directed 
all echelon 2 commands, such as the Naval Postgraduate School, to 
budget for all DDN operating costs beginning with FY-90. These costs 
include local host computer user connection and communications traffic 
charges. DDN is used by a majority of faculty and students for class 
work and research, particularly in the Command, Control, and 
Communications; Computer Science; Administrative Science; 
Telecommunications; and Operations Research curricula. It is the only 
means of access to other DOD and DOD-contractor laboratories for 
hardware and software resources essential to the academic programs at 
the Naval Postgraduate School. 
M. PROTOCOL COORDINATION OFFICE. An extremely large number of 
distinguished visitors to Naval Postgraduate School is routine. Our 
facilities also host conferences of many kinds. The need for a 
dedicated protocol off ice is constantly demonstrated on an almost 
daily basis. During FY89, 260 VIPs (an average of one every workday) 
visited Naval Postgraduate School. Adequate support for VIPs and 
conference attendees is mandatory and would be greatly served by this 
off ice. 
N. COMMAND RELIGIOUS PROGRAM. Funding of the Command Religious 
Program is seriously out of balance with the size of the religious 
communities being supported. The Catholic Chapel program has 
experienced serious appropriated fund shortfalls. Additional OPTAR is 
required to fund the program. 
D-22 
FUNDING: 
FY-92 FY-93 FY-94 FY-95 FY-96 FY-97 
A. SAFEIY OFFICE 
F3FF 
O&MN (OPTAR) 35 36 37 38 39 41 
O&MN (LABOR) 132 137 140 145 150 153 
CIVH 4 4 4 4 4 4 
a. SE~URI'.;rY llEfARTMENT 
F3FV 
O&MN (OPTAR) 34 22 23 23 24 25 
O&MN (LABOR) 110 113 117 121 125 128 
CIVH 7 7 7 7 7 7 
c. COMMAND EVALYA~ION O[FICE 
F3FF 
O&MN (OPTAR) 20 21 21 22 23 23 
O&MN (LABOR) 120 124 128 131 135 138 
CIVH 3 3 3 3 3 3 
o. EMILY SERVICES CENTER 
F3FK 
O&MN (OPTAR) 8 9 10 12 14 16 
O&MN (LABOR) 72 74 76 114 155 197 
CIVH 3 3 3 4 5 6 
MILPERS 0/1 0/1 0/1 0/1 0/1 0/1 
E. ADMINISTRATIVE INFORMATION SXSTEMS STAEFING AND EQUifMENl 
F3FQ 
O&MN (LABOR) 70 140 186 191 198 204 
OPN 225 225 225 0 0 0 
CIVH 2 4 5 5 5 5 
F. MWR 
F3FL 
O&MN (OPTAR) 200 206 212 219 225 232 
O&MN (LABOR) 610 629 648 669 689 711 
CIVH 20 20 20 20 20 20 
G. FAMJ;i.I.HOHE CABE fBOGRAM 
F3FK 
O&MN (OPTAR) 3 3 3 3 4 4 
O&MN (LABOR) 26 27 28 29 30 31 
CIVH 1 1 1 1 1 1 
H. fil22 
F3FJ 
MILPERS 0/1 0/1 0/2 0/2 0/2 0/2 
I. ~IYII!IAH PERSONNEL OFFICE 
F3FF 
O&MN (OPTAR) 30 31 32 33 34 35 
O&MN (LABOR) 58 60 62 64 66 68 
D-23 
CIVH 3 3 3 3 3 3 
J. COMPTROLLER OFFICE 
F3FF 
O&MN (OPTAR) 10 10 11 11 11 12 
O&MN (LABOR) 123 126 130 133 137 141 
CIVH 5 5 5 5 5 5 
K. PROPERTY MANAGEMENT 
F3FG 
O&MN (LABOR) 34 35 36 37 39 40 
CIVH 2 2 2 2 2 2 
L. DON COMMUNICATIONS 
F3FN 
O&MN (OPTAR) 330 375 410 410 410 410 
M. PROTOCOL COORDINATION OFFICE 
F3FF 
O&MN (LABOR) 31 32 33 34 35 36 
CIVH 1 1 1 1 1 1 
N. COMMAND RELIGIOUS PROGRAM 
F3FK 
O&MN (OPTAR) 35 36 37 38 39 41 
TOTALS 
O&MN (OPTAR) 705 749 796 809 823 839 
O&MN (LABOR) 1386 1497 1584 1668 1759 1847 
OPN 225 225 225 0 0 0 
CIVH 51 53 54 55 56 57 
MILPERS 0/2 0/2 0/3 0/3 0/3 0/3 
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MANPOWER IMPLICATIONS: 
military end strength. 
FY-92 
Alternative II requires 57 civilian and 3 
, 
Security Guard 
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POM 92 ISSUE INPUT 
TITLE: JOINT SERVICE EDUCATION REQUIREMENTS 
ISSUE: Congressional mandate in the Goldwater-Nichols Act of 1986 
requires increased joint qualifications and experience for DON 
officers. Since only about 5% of Naval officers who attend Naval 
Postgraduate School also attend a Service College, it is critically 
important that officer students be able to receive Phase I JPME 
education while here. The essentially joint nature of Naval 
Postgraduate School with its strong sister service representation and 
many joint curricula will permit Navy to optimize technical education 
requirements for Naval service and not deny JPME education for joint 
service. 
BACKGROUND: Congress has legislated that the Services fully support 
the joint concept for military operations, and is monitoring 
compliance. For the Navy, this will mean significant changes in the 
professional career assignment and educational preparation of 
officers. The Skelton Committee recommended the establishment of a 
two phase Joint Specialist Officer (JSO) education process with Phase 
I taught in service colleges. In the Committee report Naval 
Postgraduate School was excluded from Joint PME education for lack of 
focus on PME, not being under the control of a joint authority, and 
for lacking equal service mixes of faculty and student bodies. The 
National Security Affairs Department, however, is noted in the report 
for education on strategy. In line with SECNAVINST 1524.2 the NSA 
Department established a course on Joint & Maritime Strategic Planning 
which will be taught to all students at NPS. With the addition of up 
to two other four hour courses it is anticipated that all military 
off ic~rs at Naval Postgraduate School can be provided with Phase I 
JPME. It is critical that students perceive that they are not.being 
denied joint training when they are making the decision as to whether 
























MANPOWER IMPLICATIONS: A knowledgeable, permanent staff is required tQ 
plan the management and implementation of JPME PHASE I at the Naval 
Postgraduate School to include eight civilian faculty, five military 
instructors, two civilian support staff and one civilian technician. 
D-26 
APPENDIX E 
CHARTER OF THE GRADUATE EDUCATION REVIEW BOARD AND GROUP 
THE NAVAL GRADUATE EDUCATION REVIEW BOARD AND GROUP 
1. The Graduate Education Review Board (GERB) consists of the 
Chief of Naval Operations as Chairman, the Vice Chief of Naval 
Operations, the Chief of Naval Personnel, a representative from the 
Naval Systems Commands on a rotating basis, and the Superintendent 
of the Naval Postgraduate School.· 
2. The Graduate Education Review Board (GERB) is vested with 
ultimate responsibility for the quality and integrity of the Naval 
Postgraduate School. Its principal duties are fourfold: 
(1) Establish broad institutional policies. 
(2) Select the Superintendent, which is the chief executive 
officer of the institution and the principal advisor to 
the principal advisor to the Chief of Naval Operations 
on all matters of graduate education. 
(3) Approve long range goals and objectives. 
(4) See that adequate funds are available to provide for 
quality academic programs and to reach the goals and 
objectives of the institution. 
3. The Graduate Education Review Group (GERG) consists of the Vice 
Chief of Naval Operations as Chairman and members as follows: 
Asst Chief of Naval Operations for Undersea Warfare 
Asst Chief of Naval Operations for surface Warfare 
Asst Chief of Naval Operations for Air Warfare 
Dep Chief of Naval Operations for Logistics 
Dep Chief of Naval Operations for Plans, Policies & Op 
Dep Chief of Naval Operations for Naval Warf are 
Dep Chief of Naval Operations for Navy Program Plan 
Dep Chief of Naval Operations for Manpower, Per & Tr 
Commander Naval Education & Training 
Commander Naval Sea Systems Command 
Commander Naval Supply systems Command 
Commander Naval Air Systems Command 
Commander Naval Space Warfare Systems Command 
Commander Naval Military Personnel Command 
Commander Naval Medical Command 
Commander Naval Facilities Engineering Command 
Director of Research & Dev Requirements, Test & Eval 
Director of Space Command & Control 
Director of Naval Reserve 
Judge Advocate General 
Chief of Chaplains 
superintendent of the Naval Postgraduate School 
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4. The GERG meets annually ! to assist the Board in its 
responsibilities by insuring th~t graduate education programs 
directly support the Navy's needs and by reviewing graduate 
education issues and identifying a~enda items of potential interest 
to the Board. . 
5. A Board of Advisors, externail to the Na:vy, appointed by the 
secretary of the Navy for two year staggered terms, convenes 
annually to assess the effectiveness with which NPS is 
accomplishing its mission. They send a written report to the 
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FOR ME THIS 
COURSE IS: 
REQUIRED .... © 






1. The course was well organized ..•..................•.......•..•.•....•..•.•... © 
2. Time in class waf spent effectively ...............••..•......•.................. © 
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3. The instructor se· ·med to know when students didn't understand the- material '·. . . . . . . . . . . . . . © © © (!) © ® 
4. Difficult concept£ were made understandable . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . © © © @ © ® 
5. I had confidence n the instructor's knowledge of the subject ....... '. . . . . . . . . . • • . . . . . . . . © © © @ © ® 
6. I felt free to ask r uestions . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . © © © © © ® 
7. The instructor wr s prepared for class . . . . . . . . . . . . . . . . . . . . • . • • . . . . . . . . . . . . . . . . . . . © © ® © © ® 
8. The instructor's c bjectives for the course have been made clear . . . . . • . . . . . . . . . . . . . . . . . . . © © © © © ® 
9. The instructor m. .de this course a worthwhile learning experience . . . . . . . . . . . . . . . . . . . . . • . © © ® @ © © 
10. The instructor sti.nulated my interest in the subject area . . . . . . . . . . . . . . . . . . . . . . . . . • . . . • © © @ © © ® 
11. The instructor car "ld about student progress and did his share in helping us to learn • . . . . . . . . . © © @ © © ® 
PLEASE USE THE FOLLOWING SCALE FOR THE NEXT FIVE ITEMS: 
2. Fair (In the lowest 30%) 
1 . Poor (In the lowest 10%) 
6. Outstanding !Among the top 10%) 
4. Excellent (Among the top 30%) 
3. About Average (Middle 40%) 0. Not Applicable/Don't know/There were none 0 
12. Overall. I would rate this instructor . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • • . . . • . . . . . . • • © 
13. Overall, I would rate this course ..............................................• © 
E A F P NA 
© © © © ® 
© © © © ® 
14. Overall, I would rate the textbook(s) .......................................•...• © © © © © '.V 
15. Overall, I would rate the quality of the exams . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . © © © © © '.V 
16. Overall. I would rate the laboratories . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . • . . . . • © © © @ © ® 
FOR THE STUDENT: THIS IS IMPORTANT DATA. 
AFTER All GRADES HAVE BEEN TURNED IN TO THE REGISTRAR, THE COMMENTS 
AND A STATISTICAL SUMMARY OF THE INFORMATION FROM THESE FORMS Will 
BE RETURNED TO THE INSTRUCTOR FOR COURSE EVALUATION AND TEACHING 
IMPROVEMENT PURPOSES. THE STATISTICAL SUMMARY Will ALSO BE USED BY 
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I 15 April 1989 
Jar Navy Post Graduate school AlumnusrAlumna: 
Please take a few minutes to fi l out the survey form below. This 
~survey is part of the NPS Accredita ion which occurs every ten years. 
Accreditation is necessary to continu providing a recognized Master's and 
Doctoral Program here at the Naval Postgraduate School. Current and 
previous student feedback is an integ al part of this process. A limited 
number of alumni are receiving this form. It is important that you 
complete the survey and return it. Th form is designed to take a minimal 
amount of time. Please think carefull about your answers. 
Please fill in the blanks below: I 
Stron~ly Neu- Dis- Strongly 
Agr$e Agree tral agree disagree 
I 
======================================f ==================================== 
A. NPS gave me the education and 01 O O 0 0 
the preparation I expected. 
B. There were sufficient study 
facilities and resources. 
There were few or no obstacles 
to meaningful study. 
D. The workload was acceptable. 
E. The daily schedules made good 







F. I acquired permanent skills ol 
such as enhanced powers of reason I 
and deduction vs. straight data 
transfer. 
G. I was satisfied with the quality ~ 
of "life at NPS. I 
t H. The quality of instruction and 






Please feel free to comment on anj1y 
'ttach additional pages if necessary. 
.. mf idence. Please return this surve\y 
you for your participation. 
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0 0 0 0 
0 0 0 0 
0 0 0 0 
0 0 0 0 
0 0 0 0 
0 0 0 0 
0 0 0 0 
of the above questions on the back. 
All responses will be held in 
in the enclosed envelope. Thank 
Sincerely, 
J. Naber 
15 April 1989 
From: NPS Student Self-Study Group Coordinator 
To: OSAC Curriculum Coordinators 
SUBJ: NPS ACCREDITATION SELF-STUDY SURVEYS 
1. Please fill in the results of your surveys below. Write the total 
number of responses for each category in the appropriate block. For 
example you may have 100 responses. For question 'A' 55 Strongly Agree, 25 
Agree, 10 are Neutral, and 10 Disagree. Annotate the form accordingly for 
each question and return it with the surveys to me at the May OSAC meeting, 
to SMC 2944, or through the Admin Science guard mail. 
2. Thanks for your help. 
Strongly Neu- Dis- Strongly 
Agree Agree tral agree disagree 
=========================================================================== 
NPS gave me the education I 
came for and the preparation 
I expected. 
B. There are sufficient study 
facilities and resources. 
C. There are few or no obstacles 
to meaningful study. 
D. The workload is acceptable. 
E. The daily schedules make good 
use of my time. 
F. I acquired permanent skills 
such as enhanced powers of reason 








G. I am satisfied with the quality 140 
of life at NPS. 
H. The quality of instruction and 111 











8 2 1 
4 3 2 
14 6 1 
13 6 1 
21 5 2 
13 4 1 
7 7 1 
6 7 2 
om: NPS Student Self-Study Group 
.o: 
SUBJ: NPS ACCREDITATION SELF-STUDY 
15 April 1989 
1. Please take a few minutes to fill out the survey form below. This 
survey is part of the NPS Accreditation which occurs every ten years. It 
is important that you complete the survey and return it. The form is 
designed to take a minimal amount of time. Please think carefully about 
your answers. 
2. You will be contacted if you do not return the form. A limited number 
of students are receiving it. Promptly return this form to SMC -~--~~ 
by 5 May 1909. 








A. NPS gave me the education I 
came for and the preparation 
I expected. 
B. There are sufficient study 
facilities and resources. 
0 
0 
c. There are few or no obstacles a 
to meaningful study. 
O. The workload is acceptable . O 
E. The daily schedules make good o 
use of my time. 
F. I acquired permanent skills o 
such as enhanced powers of reason 
and deduction vs. straight data 
transfer. 
G. I am satisfied with the quality o 
of life at NPS. 
'The quality of instruction and 










0 0 0 
0 0 0 
0 0 0 
0 0 0 
0 0 0 
0 0 0 
0 0 0 
0 0 0 
Please feel free to comment 
add tional pages if necessary. 
on any of the above questions. Attach 
All responses will be held in confidence. _ 
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SUMMARY OF SURVEY RESULTS 
========================== 
T .OWING TABLE SUMMARIZES THE RESULTS OF THE STUDENT/ALUMNI SURVEY 
TO 1 .. ~ .~UMBER OF SAMPLE 603 
TOTAL NUMBER OF ALUMNI 209 APPROX. 42% RESPONSE RATE 
TOTAL NUMBER OF STUDENTS 394 APPROX. 95% RESPONSE RATE 
A. NPS GAVE ME THE EDUCATION I CAME FOR AND THE PREPARATION .. 
I EXPECTED: 
STRONGLY STRONGLY 
GROUP AGREE AGREE NEUTRAL DISAGREE DISAGREE TOTALS 
QUESTION A: BREAKDOWN BY PERCENTAGE IN EACH CATEGORY 
GROUP $/AGREE AGREE NEUT DISA S/DISA 
===============================~==================================== 
TOTAL STUiALUM 224 296 52 27 4 603 
====================================================== 
TOTAL 37 .1' 49.1' 8.6% 4.5% 0.7%. 
ALUMNI 116 82 8 2 209 ALUMNI 55.5% 39.2% 3.8% 1.0% 0.5% 
TOTAL STUDENTS 108 214 44 25 3 394 STUDENTS 27 .4' 54.3% 11.2% 6.3% 0.8% 
ADHIN SCIENCE 23 29 3 5 2 
AERO ENG 12 6 3 2 0 
AIR OCEAN SCI 8 19 1 0 0 
ASW/EW 4 18 3 0 0 
C3/SPACE OPS 4 25 7 7 1 
COMPUTER SCI 17 30 12 4 0 
ELEC COMMS 10 28 6 1 0 
NAVAL ENG 7 14 7 3 0 
NSt. 10 11 1 2 0 
~ 13 34 1 1 0 
B. THERE ARE SUFFICIENT STUDY FACILITIES AND RESOURCES: 
STRONGLY STRONGLY QUESTION B: BREAKDOWN BY PERCENTAGE IN EACH CATEGORY 
GROUP AGREE AGREE NEUTRAL DISAGREE DISAGREE TOTALS GROUP S/AGREE AGREE NEUT DISA S/DISA 
==================================================================== 
====================================================== 
TOTAL STU/ALUM 261 256 32 48 12 609 TOTAL 42.9% 42.0% 5.3% 7.9% 2.0% 
ALUMNI 123 73 4 3 2 205 ALUMNI 60.0% 35.6% 2.0% 1.5% 1.0% 
TOTAL STUDENTS 138 183 28 45 10 404 STUDENTS 34.2% 45.3% 6.9% 11.n 2.5% 
ADHIN SCIENCE 31 28 9 4 0 
AERO ENG 7 8 2 4 2 
AIR OCEAN SCI 10 16 1 0 1 
ASW/EW 8 12 l 3 l 
C3/SPACE OPS 17 21 3 3 0 
COMPUTER SCI 23 32 3 4 l 
ELEC COMMS 13 15 2 14 l 
NAVAL ENG 7 18 0 5 l 
NSA 6 11 2 4 l 
WEAPONS 16 22 5 4 2 




·1E ARE FEW OR NO OBSTACLES TO MEANINGFUL STUDY: 
STRONGLY STRONGLY QUESTION C: BREAKDOWN BY PERCENTAGE IN EACH CATEGORY 
GROUP AGREE AGREE NEUTRAL DISAGREE DISAGREE TOTALS GROUP S/AGREE AGREE NEUT DISA S/DISA 
==================================================================== ========================================:::::::::::::: 
TDTAL STU/ALUM 179 298 81 42 11 611 TOTAL 29.3, 48.8, 13.3, 6.9' 1.8, 
ALUMNI 94 93 14 6 1 208 ALUMNI 45.2' 44.7' 6.7, 2.9' 0.5' 
TOTAL STUDENTS 85 205 67 36 10 403 STUDENTS 21.1' 50.9, 16.6, 8.9, 2.5, 
ADHIN SCIENCE 20 33 10 4 4 
AERO ENG 3 13 4 3 0 
AIR OCEAN SCI 8 14 4 2 0 
ASW/Ell 6 12 5 2 0 
C3/SPACE OPS 6 26 9 2 1 
COMPUTER SCI 16 27 16 3 1 
ELEC COMMS 5 28 4 6 2 
NAVAL ENG 7 16 1 5 2 
NSA 4 12 3 5 0 
WEAPONS 10 24 11 4 0 
D .... WORKLOAD IS ACCEPTABLE: 
' 
STRONGLY STRONGLY QUESTION O: BREAKDOWN BY PERCENTAGE IN EACH CATEGORY 
GROUP AGREE AGREE NEUTRAL DISAGREE DISAGREE TOTALS GROUP S/AGREE AGREE NEUT DISA S/DISA 
==================================================================== ====================================================== 
TOTAL STU/ALUM 153 310 71 69 12 615 TOTAL 24.9' 50.4' 11.5, U.2' 2.0, 
ALUMNI 83 108 13 6 1 211 ALUMNI 39.3, 51.2, 6.2, 2.8, 0.5' 
TOTAL STUDENTS 70 202 58 63 11 404 STUDENTS 17.3, 50.0, 14.4' 15.6' 2.7' 
ADMIN SCIENCE 16 38 6 12 0 
AERO ENG 2 15 3 2 1 
AIR OCEAN SCI- 6 13 4 3 2 
ASll/Ell 7 11 5 1 1 
C3/SPACE OPS 6 27 s 4 2 
COMPUTER SCI 7 28 11 16 1 
ELEC COMHS 5 19 8 10 3 
NAVAL ENG 3 15 5 8 0 
NSA 7 11 3 3 0 
WEAPONS 11 25 8 4 1 
ATTACHMENT {3) 
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E. tHE DAILY SCHEDULES HAKE GOOD USE OF MY TIME: 
STRONGLY STRONGLY . QUESTION E: BREAKDOWN BY PERCENTAGE IN EACH CATEGORY 
GROUP AGREE AGREE NEUTRAL DISAGREE DISAGREE TOTALS GROUP S/AGREE AGREE NEUT DISA S/DISA 
==================================================================== ====================================================== 
TOTAL STU/ALUM 138 285 100 79 8 610 TOTAL 22.6% 46.7% 16.4' 13.0% 1.3% 
ALUMNI 87 94 21 5 2 209 ALUHNI 41.6% 45.0% 10.0% 2.4% 1.0% 
TOTAL STUDENTS 51 191 79 74 6 401 STUDENTS 12.7% 47.6% 19.7% 18.5% 1.5% 
ADl1IN SCIENCE 14 33 9 15 2 
AERO ENG 0 13 5 5 0 
AIR OCEAN SCI 4 10 6 7 1 
ASW/EW 2 12 5 4 1 
C3/SPACE OPS 6 21 11 6 0 
COMPUTER SCI 8 36 10 7 2 
ELEC COHHS 6 17 11 11 0 
NAVAL ENG 2 12 7 8 0 
NSA 4 12 3 4 0 
WEAPONS 5 25 12 7 0 
F. i ACQUIRED PERHANENT. SKILLS SUCH AS ENHANCED POWERS 
OF REASON AND DEDUCTION VS. STRAIGHT DATA TRANSFER: 
STRONGLY STRONGLY 
GROUP AGREE AGREE NEUTRAL DISAGREE DISAGREE TOTALS 
QUESTION F: BREAKDOWN BY PERCENTAGE IN EACH CATEGORY 
GROUP S/AGREE AGREE NEUT DISA S/DISA 
==================================================================== 
TOTAL STU/ALUl1 211 300 76 19 6 612 
====================================================== 
TOTAL 34.5% 49.0% 12.4% 3.1% 1.0% 
ALUHNI 115 76 13 4 209 ALUMNI 55.0% 36.4' 6.2% 1.9, 0.5% 
TOTAL STUDENTS 96 224 63 15 5 403 STUDENTS 23.8% 55.6% 15.6, 3.7, 1.2, 
ADl1IN SCIENCE 18 40 9 2 2 
AERO ENG 8 12 2 1 0 
AIR OCEAN SCI 10 10 4 2 2 
ASW/EW 3 18 2 2 0 
C3/SPACE OPS 11 16 13 3 1 
COMPUTER SCI 12 42 8 1 0 
ELEC COl111S 9 28 8 0 0 
NAVAL ENG 1 20 7 3 0 
NSA 9 14 1 0 0 
WEAPONS 15 24 9 1 0 
ATT•l'!iMENT { 3} 
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G. I AH SATISFIED WITH THE QUALITY OF LIFE AT NPS: 
STRONGLY STRONGLY QUESTION G: BREAKDOWN BY PERCENTAGE IN EACH CATEGORY 
GROUP AGREE AGREE NEUTRAL DISAGREE DISAGREE TOTALS GROUP S/AGREE AGREE NEUT OISA S/OISA 
. ==================================================================== ====================================================== 
TOTAL STU/ALUM 260 266 53 28 5 612 TOTAL 42.5, 43.5' 8.7, 4.6' Q.8' 
ALUMNI 140 52 7 7 207 ALUMNI 67.6' 2s.n 3.4, 3.4' o.s, 
TOTAL STUDENTS 120 214 46 21 4 405 STUDENTS 29.6, 52.8, 11.4' 5.2, i.n 
ADHIN SCIENCE 19 42 8 3 2 
AERO ENG 8 10 3 2 0 
AIR OCEAN SCI 15 11 1 1 0 
ASW/EW 6 13 3 2 0 
C3/SPACE OPS 11 29 3 1 0 
COMPUTER SCI 19 28 10 6 0 
ELEC COMMS 12 23 5 4 1 
NAVAL ENG 6 17 6 1 1 
NSA 7 15 2 0 0 
WEAPONS 17 26 5 1 0 
H. THE QUALITY OF INSTRUCTION ANO INSTRUCTORS IN HIGH AT NPS: 
STRONGLY STRONGLY QUESTION H: BREAKDOWN BY PERCENTAGE IN EACH CATEGORY 
GROUP AGREE AGREE NEUTRAL DISAGREE DISAGREE TOTALS GROUP S/AGREE AGREE NEUT DISA S/DISA 
===================================;~=;====~======================== ====================================================== 
TOTAL STU/ALUM 213 283 78 32 7 613 TOTAL 34.7, 46.2, 12.7, 5.2, 1.1' 
ALUMNI 111 82 6 7 2 208 ALUMNI 53.4' 39.4\ 2,9, 3.4' 1.0, 
TOTAL STUDENTS 102 201 72 25 s 405 STUDENTS 25.2, 49.6, 17.8, 6.2, 1.2, 
ADMIN SCIENCE 18 35 16 4 0 
AERO ENG 9 9 3 1 1 
AIR OCEAN SCI 8 18 2 0 0 
ASW/EW 3 16 5 1 0 
C3/SPACE OPS 5 15 15 8 1 
COMPUTER SCI 14 26 16 7 0 
ELEC COMMS 7 29 7 1 1 
NAVAL ENG 7 18 4 0 2 
NSA 16 7 0 1 0 


















This is the report of the Faculty Council Ad Hoc Committee on Class 
Size. Achieving appropriate class size for graduate courses at NPS was one ·of 
the high priority issues endorsed at the Faculty Council meeting during 
September, 1988. Specifically, one.method for enhancing the excellence of 
education at NPS would be to reduce class sizes, which have crept up over the 
years. In fact, the Final Report of the Faculty Council Committee on 
Excellence recommended that NPS "Establish criteria for class size and faculty 
instruction workload that recognize the impact on quality of output." 
On November 3, 1988, Faculty Chairman R. L. Elsberry formed an Ad 
Hoc Committee to make recommendations regarding procedures for reducing 
class size. The Committee was requested to work with the Administration to 
document present class sizes, justify the need for reduced class sizes, and 
forecast the required resources to accomplish smaller class sizes. 
The Committee was also asked to "address the appropriateness of the 
present faculty workload distribution of 33 h per academic year." Another goal of · 
the Committee was to "produce a report that might be presented to the Board of 
Advisors for endorsement ... [and might] be an appropriate issue for consideration by 
the Graduate Education Review Board." 
This report attempts to fulfill the charter given the Committee by the 
Faculty Council. This report documents a history of class size from 1976 
through 1988. It provides histograms of class size distributions among 
Departments. The report describes the procedure that NPS uses to allocate 
teaching resources to the Departments based on projections of class size. The 
effects of large classes on different levels of learning are discussed. Workload 
issues are addressed in one section. The major recommendation of the 
Committee is that Departments set a maximum class size for each course, 
taking into account the type of course, physical limitations, etc. Now, when 
the forecast produces a projection of course enrollment of30 or more 
students, two sections are projected as needed. The Committee· feels that this 
one maximum class size fails to recognize the differences in courses, whether 
they be lecture, lab, computer-oriented, project oriented, etc. The Committee 
has forecasted the additional resources needed to achieve lower average class 
sizes under different Average-on-board scenarios. 
2. History of class size at NPS in last 12 years 
This section provides a history of class size at NPS from Academic Year 
1976 through 1988. Here we provide graphs showing different aspects of the 
class size issue .. We show the average class size for the years from 1977 
through 1988. We also show the distribution of class size School-wide and in 
each of the Departments for the years of 1976 and 1988; pointing out the 
growth in the number of large classes (those with 30 or more). 
a. Average class size at NPS. · 
Figure 1 shows the ~verage class size at the Naval Postgraduate School . 
for the Academic Years 1976through1988. In 1976, the School-wide average 
class size was about 16 students per class. By 1986, the average class size 
peaked at over 20 students per class. In 1988, this statistic dropped to 18.5 
reflecting the lower student population. Also shown in Figure 1 is the 
Average-on-board (AOB) for the same years. There is a high correlation 
between the average class size increases over the past few years and the 
increase in the student population. 
21 
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Figure 1. Average class size (ACS) and Average-on~Board (AOB) at the Naval 
Postgraduate·~chool from the years 1976 through 1988. 
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We show in Figure 2 the breakdown of average class size by 
Department in 1976 (the beginning of our study period). In Figure 3, we show 
average class size for 1988 (the end of our study period). In 1976, the 
departmental class sizes ranged from 12.4 in Meteorology to 18.3 in 
Mathematics. However, in 1988 the departmental class size varied from 12.8 
in National Security Affairs to 22.8 in Administrative Science . 
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Figure 2. Average class size by Department in Academic Year 1976. 
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Figure 3. Average class size by Department in Academic Year 1988. 
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Figure 4 shows the percentage change in average class size for each of 
the Departments from 1976 to 1988. The average class size for NSA and 
Oceanography went down while all other Departments had increased average 
class size. The largest increases in class size were in the Department of 
Computer Science with 34.1 % and the Department of Electrical and Computer 
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Figure 4. Percentage change in average class size in Departments between 
1976 and 1988. 
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Of great concern to the Committee is the growth of large classes, i.e. 
those classes with 30 or more students. Figures 5 and 6 show the distribution 
of class sizes in the following categories: 5-9 students, 10-19 students, 20-29 
students, ~nd ~30 students. The Departments are listed in order of total 
number of classes given in the year. Of noteis the increase in the number of 
classes with ~30 students in most Departments. 
5-9 students 
MET ~-- 10-19 students 1976 
oc 
~ NSA ~ 
Q) ME 
s AE 
~ cs ~ 20-29 students 
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Figure 5. Distribution of class sizes in Departments in Academic Year 1976. 
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Figure 6. Distribution of class sizes in Departments in Academic Year 1988. 
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Schoolwide, class size distribution has shown a disturbing trend 
towards larger and larger classes. Figure 7 and 8 show the percentage of the 
different class sizes out of the total classes given in the years 1976 and 1988. 
Whereas large classes (~30) made up about 4% of the total classes given in 
1976, they comprised 12.5% in 1988. Also noteworthy is the increase in the 20-
29 student classes from 22.7% in 1976 to 30.5% in 1988. · 
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Figure 8. Schoolwide percentages of class sizes in 19sS. 
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3. Resource allocation based on class size 
This section describes the process that NPS uses to allocate teaching 
resources to the Departments, particularly how class size is involved in the 
allocations. Presently, the Registrar's office (Mike Troian) produces a 
projection of course enrollment for the upcoming Academic Year every July. 
When a course is projected to have 30 or more students, the Registrar projects 
that 2 sections would be needed for that course. This projection is made 
available to the Departments and the Director of Academic Planning, Joseph 
M. Barron, Code 013. Then the following happens: 
a) An algorithm is used to determine the man-years of faculty 
"teaching" labor allocated to each Department based on class size 
projections at the beginning of each year. 
The algorithm calculates the hours of faculty time needed by 
adding the number of lecture hours to the number of lab hours, e.g. a 4-
1 course is worth 5 faculty hours per week. If there are two labs for one 
section of a 4-1 course, the second lab is worth half the first, e.g. 4-1 
course with two labs would be worth 5.5 faculty hours. However, if the 
second lab section is needed because of a lack of lab space (i.e. large class 
size) the full extra hour can be negotiated so that the 4-1 course with 
two labs is worth 6 faculty hours. Interestingly, if there are two sections 
of the 4-1 course, the allocation would be 10 hours, 5 per section. 
When the projection for a course is 30 students or more, the 
algorithm automatically assumes that 2 sections are needed and 
allocates double the hours, e.g. that 4-1 course with 31 students 
predicted is worth 10 hours of faculty time per week. 
b) The allocation algorithm results become the basis for 
negotiations between 013, the Deans, and the Departments. A 
Department may receive less or more than what the algorithm 
suggests. These negotiations may include faculty availability, past 
needs, faculty hiring plans, resources available, etc. Predictions of the 
faculty time spent thesis advising are also included in the "teaching" 
allocation to the Department. 
c) The Departments decide how many sections to provide for each 
course based on the resources receiv~d from 013, faculty availability, 
number of students in a class and whether the course is "required" or 
an "elective". In general, no resource credit is given for class sizes less 
than five. 
d) Mid-year reallocations can occur when Departments forecast to 
over- or underspend their initial allocations. These reallocations are 
constrained to stay within the total amount that has been budgeted to 





4. Effects of large classes on learning 
Up to a point, an increase in class size normally enhances learning. 
Some diversity in student experience, ability, and level of participation 
provides an environment for lively discussion and intellectual stimulation. 
The dialog between students and faculty is a highly effective force in 
motivating thinking and learning in and out of the classroom, and some 
minimal size is necessary to achieve this dialog. 
The issue here concerns the effects of further increases in class size on 
education. Some claim that students learn as well in large classes as they do 
in small ones. H education merely means the transmission of information 
from instructor to students via a traditional lecture, then the claim has some 
validity. 
However, there is more to education than the transmission gf 
informit.tion; such as motivation, personal growth, maturation, inspiration, 
ability to dialog and debate, experiential learning activities, communication 
skills, ~c. Learning should be active rather than passive and large class sizes 
tend to make learning more passive. 
Four distinct levels of learning in the class room have long been 
recognized• and are: 
Leveto Exposure. 
. At this level, the student passively listens to the instructor, 
possibly taking notes. The student may not have any understanding of the 
material being presented. Class size has the least effect at this level of learning. 
_ The principal ways in which class size can hinder learning at this level are 
through the physical limitations of the class room, and the instructor's lecture 
style. For example, students in the back of a crowded room might be unable to 
see t~e ~halkb'1!lrd or hear the in$tructar. This is the level at which the . 
workload of a faculty member is determined, merely by the contact hour~. · 
Level 1 Understanding. 
· At this level, the student comprehends the materil;il 
presented by.the instructor. The student sees the steps the instructor uses to go 
from A to·. B ·but at this level could not utilize the information to solve a 
problem on his/her own. Class size can affect this level more than Level 0 
because it is at this level a student can ask questions. If class size makes students 
less likely to ask questions, then learning is hampered at this level. 
,.· . f' .' ·.·.·· .,,~, .'·.· .. ; ··. '~: -~ .'· . ·'·.· . ·.'. . .- ;; , .r 




Level 2 Utilization. 
At this level, the student is able to recall the knowledge 
imparted by the instructor and use it to solve a problem on his/her own. This is 
the level which is attained in part by drill, doing routine homework and taking 
standard examinations. Learning at this level can be greatly affected by class 
size, because instructors with large classes may give fewer and simpler graded 
assignments and/or examinations. Class size seriously affects the faculty 
workload at this level. 
Level 3 Creative Thought. 
At this level, the student is able to make creative use of the 
knowledge he/she has learned. Some of the abilities evinced by a student at this 
~~~~~ . 
1. Extrapolating. 
2. Reasoning by analogy. 
3. Generalizing. 
4. Identifying common structures. 
5. Transferring knowledge from one setting 
to another. 
6. Correlating apparently unrelated quantities. 
7. Thinking by induction. 
8. Recognizing of patterns. 
9. Posing new questions. 
10. Diagnosing complex situations 
11. Developing and exercising mature and 
balanced judgement. 
12. Communicating in groups to solve 
problems. 
It is at this stage that class size is most harmful to the learning process. 
The types of courses at this level of learning (design courses, project courses, 
laboratory courses, case discussion courses, computer_programming courses, 
small group activity courses, etc.) are significantly affected by overcrowding. It 
is in these courses that instructor/student interaction is most needed and where 
small classes are a must. 
As described above, an increase in class size beyond a certain poirit 
adversely affects learning. The higher the learning level of course (E~posure, 
Understanding, Utilization, and Creative Thinking), the more affected the 
course is by class size. An instructor who teachs a large class in a course with 
the higher learning goals often mitigates the effects of the large class on his 
workload. The instructor makes choices that he would not make if the class 
were smaller. He/She modifies the course to fitthe work into the time 
available. The modifications to the course (which impact critically at the 
upper levels of learning) to balance the workload may be: 
G-10 
• 
1. Fewer and simpler examinations; 
more multiple choice exams, more quantitative vs. 
qualitative questions, etc. · 
2. Fewer and simpler graded assignments; 
3. Fewer and simpler experiments; 
4. Fewer and simpler computer assignments; 
5. Less instructor time given to evaluating computer 
codes, lab assignments, etc. · 
The students in larger classes, because of a less conducive learx{mg 
environment, are likely to give their instructor lower SOF's. They h~ve a 
diminished opportunity for instructor response to their questions in ~ass and 
in office hours. The office of the instructor with a large class can be filled with 
students during his office hours. How much personal interaction catj be 
possible when the office is overcrowded? Also, an overcrowded, poo~ly 
ventilated classroom degrades the environment for learning. Large <:jlasses 
can preclude physical separation of students during examinations. i 
; 
I . 
5) Class size and faculty workload I 
Class size has a significant effect on the teaching workload of a faculty 
member. The present 33 hour faculty workload only measures the c ntact 
hours the students have with the faculty. The workload of two inst ctors 
with the same course assignment but widely differing class sizes may be 
significantly different. We have stated in the previous section that ccrn~act 
hours measure faculty workload at the lowest level of learning (expos~re). 
This level of learning is the least affected by class size. Workload is I · 
impacted when a professor tries to take the students to the top level of 
learning (creative thought). Because of the unique nature of NPS (no graders 
or TA's), class size is even more important here than at other gradua~e 
institutions. At these other institutions, the professor is the lecturer iwhile 
upper level graduate students handle problem sessions, homework ~d exam 
grading, etc. With this assistance, a large class can reach the highest learning 
levels without undue strain on the professor's workload. ; 
' 
6) Budgetary impact of class size initiatives 
The Committee has attempted to assess the budgetary impact of the 
reducing class size. School-wide average class size is an appropriate statistic to 
consider when computing total School resource requirements. To predict the 
resources necessary to achieve lower average class size at NPS requires some 
assumptions. The. most important assumption is the relationship between 
average class size and the student-teacher ratio. Table 1 lists the military 
faculty on board (MF) , actual faculty teaching budget (FTB) and the average-
on-board (AOB) during the study period of 1976 thr-0ugh 1988. The student-
teacher ratio is defined as P = AOB/(FTB+MF). 
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FY Military Fei.culty Teaching P=AOB 
Faculty (MF) Budget (FI'B) AOB FI'B+MF 
(less 034) 12 mon man-years 
76 29 127 993 6.37 
77 27 125 929 6.11 
78 25 124 1028. 6.90 
79 30 138 1202 7.15 
' 80 25 141 1173 7.07 
81 23 145 1134 6.75 
82 28 148 1291 7.34 
83 30 161 1524 i 7.98· 
84 29 168 1641 8.33 
85 27 178 1690 8.24 
86 26 179 1761 8.59 
87 25 185 1824 8.68 
88 25 185 1696 8.08 
Table 1. Statistics used in calculating student-teacher ratio from 1976 through 
1988 (from J. M. Barron). 
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Figure 9 shows a plot of the student-teacher ratio P=AOB/(FfB+MF) 
with average class size versus academic year in Figure 9. The correlation 
between the two statistics is very high as expected. Assuming the average 
class size and the student-teacher ratio P are perfectly correlated, then the 
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Figure 9. The correlation between average class size and student-faculty ratio 
calculated using Average-on-board (AOB) divided by the faculty teaching 
budget (FI'B) and the number of military faculty (MF). 
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The Committee has ·estimated the resources needed to achieve certain 
class size goals for a given Average-on-board. The results are shown in 
Figure 10. The assumptions in this estimate are 1) military faculty on board 
remains at 25 and 2) faculty-student ratio P and average class size ACS are 
related by the .equation P = ACS/2 - 1.5. See Figure 8 for justification. For 
1988, the faculty teaching budget was 185 man-years with an AOB of 1696, as 
denoted in Figure 10 by the square. For example, to achieve a School-wide 
average class size of 16 with an AOB of 1700 would require an increase to 
approximately 237 man-years of funding. However, if the AOB drops to 1400, 
the average class size goal of 16 can be achieved with only a small increase in 
faculty teaching budget. 
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Figure 10. Estimate of the required faculty teaching budget as a function of 
Average-on-Board and a School-wide average class size goal. 
7) Conclusions & Recommendations 
Class size can seriously degrade teaching effectiveness at NPS. Class 
size is and has been a problem especially in certain Departments (see Figure 
6). The Administration has been taking steps to alleviate this problem with 
some success in the last two years. Average class size at NPS has dropped 
from a 1986 high of over 20 students per class to 18.5 in 1988. Part of this drop 
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can be attributed to increased faculty hiring and to the lower Average-on-
board in 1988. The Committee endorses and commends the efforts of the 
Administration to hire more faculty. 
The Committee recognizes four stages in the learning process 
(O through 3). To take students beyond level 0 learning (exposure) mean$ that 
interaction between the students and instructor must take place. Questions in 
class must be allowed if level 1 learning (understanding) is to be achieved. A 
large class discourages questions. Enough examinations and graded 
homework of the appropriate type must be given to get the student to level 2 
learning (utilization). The professor in a large class often does not have the 
time to grade homework. He or she might choose one midterm and fmal 
which are easy to correct, but riot ideal for learning. Level 3 learning (creative 
thought), the real goal of education, is the most difficult to achieve. 
The Committee understands the realities facing the School. Under the 
constraints of finite resources and manpower, we don't expect the School to 
have 10 students in every class. The Administration recognizes the problem 
of class size as evidenced by the increases in hiring approved by Washington. 
There is an opportunity, however, to further improve education at NPS. 
The Committee recommends that Departments s~t a maximum class 
size for each course offered. These new maximum class sizes would trigger 
new sections to be formed when the Registrar's projections exceed the 
maximum class size. These new sections would then be included in the 
algorithm f()r teaching man-years tp the Departments. The Department 
sho~ld use the following criteria (in the context of the four learning levels 
mentioned previously) for setting the class size limit for each course 
l) Pbysical limitations. 
Does the course have a lab with only limited number of 
stations? Does the course need to meet in a certain room 
because of charts, security issues, etc? The room capacity might 
be the maximum class size set by the Departments. 
2) The particular peda1011 of the course, 
Does the course depend upon the traditional lecture or do other 
types of learning go on in the course, e.g. case studies? 
3) Amoupt of teacher/student inteiactiop. 
How much individual counseling · 
and in-class discussion are required for the course? 
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4) The number and types of examinations. 
Are the exams verbal or quantitative, multiple choice, 
True/False, etc? Does the course require examinations which 
involve critical judgement in grading? 
5) The nvm ber and types of graded assignments. 
How much graded homework is necessary for the course to 
succeed in its teaching goals? How much faculty effort is 
required in the execution and evaluation of homework 
assignments? 
6) The amount Qf laboratory wor1c. 
How much faculty effort is required in the execution and 
evaluation of laboratory assignments? 
7) The number and type of computer-oriented assignments. 
How much faculty effort is required in the execution and 
evaluation of computer-oriented assignments? 
8) The amount of project work. 
How much faculty effort is required in the execution and 
evaluation of projects? · 
9) Course specific considerations. 
Does the course have unique features which are sensitive to 
class size such as entry-level, undergraduate/ graduate, past 
inaccurate projections, etc? 
The Committee believes that a goal of reducing the School-wide 
average class size from its present 18.5 to 16 is achievable. If the Average-
on-board remains about 1700, the faculty teaching budget must be increased to 
about 237 man-years or 28% over 1988. To reach this level will require 
significant recruiting efforts especially in the most impacted departments. 
~~.~ ~Miller 
/ ,.. 
../, _ .... /) . ~ ~ .. .. J 
James D. Esary 
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alfORT OF THE FACULTY COUNClL STUDY QN FACULTY SALARY 
NC4 ( 53Wc) 
26 April 1989 
MEMORANDUM 
From: Faculty Council Ad Hoc Committee on Faculty Salaries 
To: Faculty Council 
Subj: FINAL REPORT 
I. Context---A Perspective 
This is the report of the Faculty Council Ad Hoc Committee 
on Faculty Salaries. The Committee was formed in May 1988 by 
Faculty Chairman Al Andrus to research the competitiveness of NPS 
faculty salaries and its impact on the recruitment and retention 
of high quality faculty. 
The concerns of the Faculty Chairman and Executive Board 
which precipitated the formation of the Ad Hoc Committee were 
based on several observations: 
1. Faculty salaries at NFS appeared to be falling seriously 
behind those at other universities against whom we often compare 
ourselves, especially in the State of California at the Full 
Professor level. 
2. Th number of faculty expected to retire from the 
American un"versity system within the next 5-7 years is very 
high, with estimates at some schools as high as 60%. This 
situation is coupled with the projection that by the year 2000 
the college age population in the U.S. will be at an all time 
high. If accurate, these trends will serve only to exacerbate 
our ability to compete for the high quality faculty necessary to 
carry out o r mission. 
To ad ress the above concerns the Ad Hoc Committee set out 
to gather information on two fronts. First, how do faculty 
salaries a NPS currently compare with salaries in business-
/industry nd with other universities? Both of these sectors 
will conti ue to compete with us for quality faculty. 
Second, what does the supply/demand picture look like, projected 
over the nJxt decade across the various academic disciplines represente~I at the School? For example, we read in the 
education ~ections of the news magazines that serious shortages 
of qualif i~d Americans in engineering and scientific fields are 
projected ~Y the end of the next decade, but just how serious is 
the proble~ really, and what impact will it have on NPS? What 
needs to b~ done to ensure that NFS remains an excellent graduate 
institutio capable of carrying out its mission for the DoN and 
DoD? Our. bilit to carry out that mission is totally dependent 
on the it of the faculty we have. 
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The Ad Hoc Committee gathered considerable information on 
recent and current salaries for faculty and engineers/scientists. 
Our findings are summarized in the graphs and report which 
follow. The report clearly reveals that our salary levels are 
falling alarmingly behind, especially in comparison to other 
universities in California. The situation is even worse when 
compared to business and industry--not surprising. Coupled with 
the fact that the supply of quality faculty is diminishing while 
the demand is increasing, this situation is likely to beco~e very 
serious in the near future unless we act quickly. 
Unfortunately the Ad Hoc Committee did not receive specific 
information from the various disciplines to really assess the 
full gravity of the supply/demand problem. To illustrate the 
kind of information that could be useful, consider the discipline 
of mathematics (including applied math, statistics and operations 
research, but excluding computer science). u.s~ and Canadian 
universities are produoing about 360 u.s. fhDs per year in 
mathematics, down from an all time high of about 750 (some of 
which were computer science doctorates) in 1974. The percentage 
of doctorates awarded by U.S. institutions to UiS. citizens was ' 
only 45% in 1987-1988 compared to 76% in 1976-1977---the decline 
being steady over the past 11 years. The predictions in the 
immediate future are that the numbers will continue to decline. 
Of these recent PhDs, the supply/demand equation for academia is 
close to equilibrium, slightly tilted toward greater demand for 
the first time this year (since the 1960s) • As retirements 
accelerate for the current population of an aging mathematics 
faculty, the situation will become very serious bY roughly 1995 . 
(if not sooner) when it is projected there will be many more open 
academic positions than there are PhDs to fill them. (Remember 
what it was like in the 1960s.) The November 1988 issue of the 
AMS Notices asserts that "American business, industry, government 
and ~cademe must be prepared for the severe effects of this 
drought." The graph on the next page shows the story. The Ad 
Hoc Committee felt that like information across the various other 
disciplines could be very useful and perhaps revealing. However, 
despite various calls, it has not been forthcoming. Never-
theless, we expect that for many of the engineering disciplines 
the picture is equally disturbing. 
The Ad Hoc Committee respectfully submits this report to the 
Council. 
Matthew rr. Kelleher 
9\>r;~~---
David L. Smith 
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This section of the report to the Faculty Council 
contains a presentation of salary and compensation data for PhDs 
in educational institutions in this country. This data WC\S 
extracted mainly from three sources; The National Science 
Foundation <1,2>. The AAUP <3>, and a recent NPS report to the 
Graduate Education Review Group <4>. The data has been adjusted 
to an equivalent 12 month basis in all figures and tables. 
Two general observations on the reported data are 
important at the outset. First, this report carries data on both 
salaries and compensation; the latter term includes fringe 
benefits and is therefore somewhat larger. Second, precise 
comparisons of magnitudes and timing of median and averaged data 
was assumed to be impossible on a large scale, even for the NSF. 
Consequently, these data should be considered approximate, with 
an error estimate of something like 5X at any given time. 
lhis portion of the report is organized into five 
parts: The present intro~uctory section is followed by a survey 
of national PhD salaries; the third section shows a comparison of 
the NPS salaries to the national medians; the fourth section 
compares the NPS to California schools <AAUP Cat I>; and thfa last 
section coMpares the NPS to California AAUP Cat Il schools. 
lli2 NATIONAL MEDIANS OF PHO SALARIES 
Figure II.1 shows a median salary comparison between 
business/industry, the federal government, and 4 year 
colleges/universities. The data used in the figure was taken 
from' the NSF, ref. 2. In that reference, the data on educational 
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~igure II.1 PhD Salaries in the U.S. 
institutions was grouped into three categories: 4 year 
colleges/universities, 2 year colleges, and elementary/secondary 
schools. Clearly, the data of interest to the NPS was in the area 
of 4 year colleges/universities. It is interesting to note the 
sustained slope of the top and bottom curves, compared to the 
flattening of the federal government curve. This flattening was 
probably due to the influence of the federal pay cap. In any 
case, It is unclear into which curve the NPS salary data would 
fall, perhaps into bath the federal government curve and the 
university curve. 
In order ta clarify the data in the first figure 
somewhat, and to shaw how the NPS fits into the larger national 
picture, the educational employment sector was broken down by' 
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Here, the numbers of PhDs in the above categories in 
education in 1985 were 22,000 engineers and 190,000 scientists 
Cl>. This gave an engineer/scientist ratio of 1:8.o, which has 
held very firm during the 80's. Further, this ratio gives the 
total faculty data a bias toward the scientists' median salaries. 
This effect is clearly shown in Figure II-2. Also note that by 
comparing Figures II-1 and II-2, it can be seen that the median 
engineering faculty salaries have been competitive with the median 
business/industry salaries on a ~ational basis, even though they 
have been slightly low. Still, this data does not say that 
engineering PhDs can do comparably well in engineering firms or 
on an engineering faculty, since engineering firms make up only a 
small fraction of the total business/industry employment sector. 
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Figure II-2 PhD Salaries in Education 
II.3 NPS - NATIONAL SALARY COMPARISONS 
In order to correlate the NPS/NSF salary data which is 
soon to be presented, an identification of faculty specialties 
must first be discussed. Such a comparison is shown in the ~ables 
below. 
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Computer/Information 


















National Security Affairs 
Both tables show several areas where the NPS has no 
corresspondent with NSF specialties. These areas are usually 
found in other universities to which NPS was compared. Further, 
this idea of a different balance of faculty at the NPS makes any 
sort of comparison diffi~ult~ In fact, the comparisons are yet 
further complicated by the presence of three NPS Departments 
which have no pure NSF corresspondent <DR, Admin Sci, and NSA>. These 
departments act collectively like a business school and, owing to 
their high salary basis C2,5>, serve to raise the scientists' median 
salary for the NPS. This effect creates an overall NPS salary 
structure which looks very much like an all-engineering faculty. 
This observation is well demonstrated in the next set of figures. 
Figure II-3 is a comparison of NPS data to NSF data for 
the three levels of professors. Data for the NPS was taken from 
the 1988 GERG report <4> and was linearly extrapolated back to 
1981 for the purposes of the present report. An NPS data point 
for 1987 was taken from an AAUP report for 1987 <3>. Again, this 
was all 12-month data~ 
Figure II-3Ctop) shows that NPS was doing pretty well at 
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Figure II-3 NPS - National Salary Compariso,ns 
H-10 
flattening of the two top curves was not apparent>. Figure JI-3<mid> 
shows that NPS was very competitive at the Associate Professor 
level on a national basis, both in salary level and in salary 
growth rate, even though a slight but perceptible convergence can 
be seen. The most disturbing pattern is shown in Figure JJ-3<bot>. 
Here, the federal pay cap has virtually halted the growth of NPS 
salaries, while the national salary growth rates continue at a 
steady pace. Further, when the NPS data i~ overlaid on the 
regional <California> picture in the next section, the 
presentation becomes worse still. 
II-4. NPS - CALIFORNIA SALARY COMPARISONS <AAUP CAT I> 
The main comparison in this section was to the 
University of California at Berkeley <UCB>, and is shown in 
Figure lI-4. The data for UCB was found from the same sources as 
the previous data for the NPS. That is, the GER6 data (4) and the 
AAUP data for 1987 <3> was used in the same manner as described 
for Figure II-3, with linear extrapolations back to 1981. Also, a 
point of reference datum was computed for 1987 based upon a 
simple average of five other AAUP Cat I California schools: 
California Institute of Technology 
Stanford 
Claremont 
University of California System 
University of Southern California 
The agreement of this last average with the UCB data was very 
close at all levels of rank for the year 1987; however, the 
divergent trends shown in Figure 11-4 are very disturbing. 
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Figure II-4 NPS - California Comparisons <AAUP Cat I> 
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In order to complete the compensation picture, the 
compensations for the various branches of the California State 
University were averaged together far comparison to the NPS. 
aath sets of data were taken from the AAUP report on compensation 
published in 1988 <3>. The data is shown in the table below. 
TABLE IV. THE NPS - AAUP l IA, CA FIT 
( 87-·88 School Vear) 
Assist. Assoc. Prof. 
NPS 40.4 52.6 66.7 
Cal State 53.4 65.7 aa.9 
notes: 
1. All salaries are 12 mo., in thousands. 
a. Data is for equivalent compensation from AAUP statistics. 
The data in the table above is especially meaningful in 
that all schools are primarily masters level institutions and 
all are in California. 
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APPENDIX I SUMMARY OF CURRICULAR OFFICE REVIEWS 
CURRICULAR OFFICER CNPS) SELF STUDY #7 
1) Are the structure and qoals of each curriculwn consistent 
with Navy and NPS purposes: are they developed, approved, admin-
istered and periodically reviewed under established institutional 
policies and procedures through a clearly defined process? 
Answer: YES. 
The structure and goals of each curriculum are a direct result of 
the exercise of the Naval Officer Subspecialty System [OPNAVINST 
1211.6 series] which includes the graduate education of a portion 
of the officer corps to meet "the minimum education and experience 
level essential for satisfactory performance of duty. " These 
subspecialty requirements are validated on a biannual basis. Navy 
and DOD needs in the subspecial ty areas are made known to the 
individual curriculum sponsors who in turn articulate these needs 
to the Naval Postgraduate School in terms of curriculum objectives 
and Educational Skill Requirements (ESR's). The objectives are 
general statements of the goals to be achieved by the curriculum 
in producing graduates. The ESR's are the sponsor's vehicle for 
specifying the academic discipline areas in a curriculum and the 
level of competence to be attained by officer students in each of 
these areas. Given curriculum objectives and ESR's the Curricular 
Officer/Academic Associate team, acting for NPS and in conjunction 
with the faculty, formulate the curriculum in terms of "standard" 
programs. In some instances Faculty Advisory Committees and Groups 
are formally designed to assist this function and academically 
oversee the implementation of the sponsor's stated requirements. 
Each curriculum is currently reviewed at least biannually by the 
sponsor to determine the degree to which the education meets Navy 
needs. The sponsor solicits inputs from the numerous agencies 
which utilize officers possessing the particular subspecialty area 
to be reviewed. In addition to soliciting inputs, the sponsor 
invites others to participate who can contribute to an accurate 
assessment of the effectiveness of the curriculum. 
The actual curriculum review process generally occurs at the naval 
Postgraduate School with the sponsor, superintendent, Director of 
Programs, curricular officer/academic associates, Academic Deans, 
depart:tnent chair(s), other faculty members, participants invited 
by the. sponsors and a representative from OP-11 who sponsors navy 
Graduate Education. The review includes, but is not limited to a 
discussion of the status of previous action items; a review of the 
ESR's; any ESR changes proposed; a thorough review of the current 
academic program; student inputs to the program; student 
demographics and a review of current graduate education (P and Q 
I-2 
coded) billet status. 
CUBRICUltJ\B OllICBB <IPS> SBLf STUPY #7 
a) Ia the curriculum review a aeanin9ful proc•••1 X• the 
process truly evaluative? Doe• 4ata exist that ahowe that th• 
gra4uatea of the pro9raa are truly properlf prepara47 
bawera 
The curricul\Ull i:-eview is a l!leaningful propess that is a joint 
effort between the curriculum sponsor and NPS. The degree to which 
the sponsor reviews the ESR' s and the perforlllance of the NPS 
graduates with the various agencies who have the subspecialty coded 
billets, determines the overall effectiveness of the review 
process. The responsibility of meeting the. approved ESR's through 
a well developed, ·sound and logical academic program resides with 
NPS. 
The curriculum review process has been evaluative in that a 
significant number of changes have been made to each curriculum 
over the years as changing technology and operational requirements 
have acted to refocus the ESR's. In response to this, courses and 
prograJllS have been revised and sequences of classes have been added 
or dropped throughout the review process. 
' ' ' , . ' ; ~ . . . 
Quant~tative data exists to show the subspecialty utilization of 
the graduates from each curricul\Ull. This does not however, address 
the preparation of the graduatea for the jobs that they are 
perfC>rining. The real Jlleasure of the progra•s has been the success 
of graduate• in effectively meeting the day to day challenges of 
the operational fleet and the various agencies. Feedback from the 
fleet and from the sponsors has consistently been very pc;>sitive. 
Graduates of the programs have been involved both formally and 
informally in providing inputs to ensure that graduates are 
prepared to meet the challenges of the future. , 
~awera (3) Yea, 
As stated.in (1) and (2) above, each program under9oes a ri9oroues 
teview process. . This process eneures that the curricul\.Jlll. meets 
sponsor; NPS ·and. ·Departmental degree reql1irements ~ as well as 
acc:reait•tion reqult'ements of WASC al'ld ABET. 
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CURBICOLAR OFFICER (llPS) SELP STUDY #7 
4) Do the students and the faculty clearly understand the 
ESR's and are the ESR's beinq aet? 
Answer: (4) Yes. 
Each quarter, incominq students are briefed on the ESR's and their 
relationship to curricular objectives and the proqram structure, 
upon arrival. In qeneral, individual faculty members are concerned 
with the ESR's in so far as they impact on the structure and 
content of individual courses. The curriculum review process 
validates the ESR coverage in the course offerings of the 
individual departments. It is the responsibility of the Curricular 
Officer/Academic Associate to ensure that students take the 
required courses and electives necessary to meet the established 
ESR's enroute to meeting their degree requirements. 
Each curricular officer certifies to the Registrar that the 
subspecial ty requirements (e.g. ESR' s) have been met for the 
graduates. The Registrar forwards this certification information 
··to the Naval Military Personnel Command (NMPC) on a quarterly 
basis. 
5) Are proqram objectives clearly stated and wideiy 4isseai• 
nated so that both faculty and students are aware of thea? 
Answer: ( 5) 
Th~ program objectives are clearly stated, briefed to the incoming 
students and are found in the NPS catalog. 
') Is it aade clear to the students what subject aatter is to 
be covered; the intellectual skills and learninq methods to be 
acquired; the creative abilities to be developed and the specific 
career preparation practices that are to be mastered? 
Answer (6): 
i 
The overview briefing to new students covers the curriculum 
objectives, the ESR's, the individual programs of study and the 
Navy's need for the particular subspecialty. Specific departmen-
tal andNPS degree requirements are also discussed. students have 
an opportunity at least quarterly to discuss their program and 
choose electives through discussions with the curricular officer, 
1 academic associate and thesis advisor. As far as the specific 
intellectual skills and learning methods etc., they are addressed 
I-4 
in the individual course syllabi that are covered by the 
instructors when each course is taught. 
CUBRICULAR OFFICER (:tJPS) SELP STUDY #7 
7) Is course validation beinq sufficiently used to insure 
.-ximum learninq and flexibility for each student? 
Answer (7): Yes. 
A detailed review of each officers undergraduate transcript and 
other appropriate experiences is conducted to ascertain their 
academic strengths and weaknesses. Each officer is strongly 
encouraged to validate any course that he/she is able to. The 
screening process usually looks for pertinent course work where the 
student received a grade of B or better as an undergraduate or in 
other graduate studies. Validation enables students to concentrate 
on the upper level graduate electives and in so~e instances, either 
obtain advanced degrees with no extension of program length, or 
complete the Masters level program in reduced time. 
•> Are there adequate academi9 support and enrichment serv-
ices to meet the special needs of international students? 
Answer (8): 
The Naval Postgraduate School International coordination Off ice 
provides a number of support services and cultural enrichinent 
programs to assist our international students. Additionally, 
within each curriculum, the international students are provided 
with a us sponsor who assists them in any way necessary. In most 
curricula, each international officer is encouraged (sometimes 
required).to take both AS1501 (English Language Skills) and NS1500 
(American Life and Institutions), early in their program of study 
(usually 1st quarter) • Other, specific curricular needs are 
handled on an individual basis by the curricular officer and the 
academic associate with a full appreciation for the officers 
special needs. 
·r-s 
CURRICULAR OFFICER (NPS) SELF STUDY #7 
9) What preparations need to be made to provide curriculwa 
management in the future? 
Answer (9): 
Curriculum management is a continuous process, which incorporates 
inputs from the sponsors, students and faculty and is therefore in 
a perpetual state of preparation. The sponsors provide research 
topics which are of immediate interest to them. The students are 
encouraged to- incorporate their own experiences into the 
departments research programs. Through this process, the 
curriculum is able to keep pace with the future direction the 
sponsors may desire to take and can adjust relevant course content 
to ensure that students are well suited to meeting the challenges 
of the future. The faculty is encouraged to vigorously pursue 
, research from DOD agencies (as well as their own) and to attend and 
actively participate in appropriate academic/professional meeting 
to ensure that they remain current in both their research and 
teaching. It is essential that research support at NPS is handled 
in such a way that close sponsor/faculty ties are built and 
maintained. It is also essential that sufficient budgetary support 
be provided to allow faculty to spend time visiting DON/DOD shore 
and sea activities. 
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APPENDIX J 
FACULTY COUNCIL SURVEY ON DIRECT FUNDED RESEARCH 
J-1 
INTERIM REPORT ON 
FACULTY QUESTIONAIRE ON RESEARCH 
* PREPARED BY THE AD Hoc COMMITTEE ON RESEARCH 
MARY BATTEEN - OCEANOGRAPHY 
KEN DAVIDSON - METEOROLOGY 
KEN EUSKE - ADMINISTRATIVE SCIENCES 
MIKE MORGAN - ELECTRICAL & COMPUTER ENGINEERING 
* THE INTENTION IS TO OBTAIN A MEASURE OF THE OPINIONS AND THE 
SUGGESTIONS OF THE NPS FACULTY ON THE SUBJECT OF NAVY DIRECT 
FUNDED RESEARCH. • 
* THE FINAL REPORT WILL INCLUDE A SUMMARY OF THE RESULT~ AND 
A LIST OF THE COMMENTS. THIS WILL BE DISTRIBUTED TO 
THE NPS ADMINISTRATION AND TO THE FACULTY. 
* RESPO~SES RECEIVED (92 TOTAL): 
35 FROM INFORMATION AND POLICY SCIENCE 45 TENURED 
31 TENURE TRACK 
53 FROM SCIENCE AND-ENGINEERING 
6 RES. ADJUNCT 




1. Do YOU BELIEVE THAT YOUR RESEARCH PROPOSAL TO THE NAVY DIRECT 













·"'· .. A. BY YOUR DEPARTMENT ? -. •• ' YE$ 
8. BY YOUR DIV. DEAN 1 
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2. How WOULD YOU ASSESS YOUR SPONSOR'S CURRENT LEVEL OF INTEREST 
IN YOUR RESEARCH PROGRESS UNDER DIRECT FUNDING AS COMPARED TO 
THE PAST WHEN THE SPONSOR PROVIDED THE RESEARCH FUNDS ? 
32. ~" ... 
•.._: 











-··· ... ... .., 
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••• N DON'T KNOW 
3. WHAT DO YOU PERCEIVE WA$ THE MOST IMPORTANT FACTOR IN THE 
FINAL FUNDING DECISION BY THE NPS ADMINISTRATION FOR PROPOSED 
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• •• FINANCIAL NEED 
'A: SOMt:: EXAMPLES: BUDGET PLANN~NG, DON'T KNOW, 
MINIMUM SUBSISTENCE, POLITICS, NAVY RELEVANCE, 
PRECEDENT, DEPARTMENT CONTROL 
HAVE YOU BEEN ADEQUATELY INFORME:D ABOUT THE PROCESSES 
SURROUNDING DIRECT FUNDING ? '2. ~4~ 
... 
• 1 ,,. 
~ 





''· •• No 
J-4. 
' j;}ll DON 'T KNOW 
5. DID THE MONETARY SUPPORT THAT YOU RECEIVED FROM DIRECT FUNDING 
IN THE FISCAL YEAR THAT JUST FINISHED (fY88) ALLOW YOU TO 
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B. SUPPORT LABOR ::: YES 
C. OPTAR (<$15K) 
D. OPN (>=$1SK> 
E. TRAVEL 
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NOT APPLICABLE 
120 ' . NOT APPLICABLE 
, . ; ' ~ 
·' 
. ' 
6. DID THE QUARTERLY ALLOCATION METHOD FOR DIRECT RESEARCH FUNDS 
HARM YOUR RESEARCH DURING FY88 ? 
•• 
35 
2'1 · ... • 
. ::.; :t.: :~' : ,-: 
••• 
• .. 1. ~,. 
••• • • , .. .~. 
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·" YES '·' No KNOW ~ NOT APPLICABLE • • :-•• • 
7. DID THE CAl.LBACK OF DIRECT FUNDS BY RESEARCH ADMINISTRATION 
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WILL THE MONETARY. SUPPORT THAT YOU HAVE JUST BEEN ALLOCATED 
FROM DIRECT FUNDING FOR THIS FISCAL YEAR (fY89) ALLOW YOU TO 
SUCCESSFULLY CARRY OUT YOUR PROPOSED RESEARCH ? ANSWER BY 
BUDGET CATAGORIES: (N/A = NOT APPLICABLE) 










·' .. A. FACULTY ·LABOR .'-,; YES 
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C. OPTAR (<$15K) ft:. YES 
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IF DIRECT FUNDING HAD NEVER COME ABOUT, AND YOU WERE STILL 
PERFORMING NAVY RESEARCH WITH REIMBUSABLE SPONSORSHIP, HOW 
DO YOU FEEL YOUR FY89 NAVY REIMBURSABLE RESEARCH BUDGET WOULD 
COMPARE TO THAT WHICH YOU HAVE RECEIVED UNDER DIRECT FUNDING? 
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; .~DON'T 
• 13 




IF THE LID ON DIRECT FUNDING WAS REMOVED SO THAT NAVY 
REIMBURSABLE FUNDS COULD BE ACCEPTED, WOULD YOU BE ABLE TO 
SUPPLEMENT OR REPLACE YOUR fY89 DIRECT FUNDED RESEARCH? 

















•• I! rMil l!!!LREPLACE ··~ s .. J UPPLEMENT ~ilToo LATE TO REQUEST 
IF NAVY DIRECT FUNDING WAS ELIMINATED, HOW LONG WOULD IT 
TAKE FOR YOU TO OBTAIN REIMBURSABLE SPONSORSHIP FOR YOUR 
RESEARCH 1 
b 








•t•: UP TO A YEAR 
6 MONTHS 










UNDER DIRECT FUNDING, WHAT HAS HAPPENED TO 










Do YOI) FEEL THAT FACU'-TY WHO CONDUCT REIMBURSAB'-E RESEARCH 
Wl'-L HAVE ANY ADVANTAGE IN THE PAY, PROMOTION AND TENURE 
PRQCESSES QVER THOSE WHO OBTAIN DIRECT FU"DING ? 




UN_DER DIRECT FUNDING, WHAT HAS ttAPPE"ED TO Cou,.;EGIALITY AMONG 








.. ; ~· DECREASED 
1. 31 
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:' .\ DON 'T KN~W 
UNDER DIRECT FUNDING, WHAT HAS HAPPENED TO OUR ABILITY TO 




• .:,. CJ 
·'' t:_: UNCHANGEI) 
19. OVERALL, WOULD YOU SAY THAT DIRECT FUNDING HAS BEEN A 
SUCCESS DURING fY88 ? 
05 
06 
. I ' t., "' 
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'" '"" ,.i\ ~~ 
No DON'T KNOW 
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I q . 
\*·· 
22 
.••t J'~· \; : 
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••• 
No DON'T KNOW 
20. Do YOU ANTICIPATE THAT DIRECT FUNDING WILL BE A SUCCESS IN 
THE FUTURE ? 
: .. , 14 ••• 14 
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21. GIVEN THAT WE HAVE DIRECT FUNDING, WHAT SPECIFIC STEPS WOULD 
YOU SUGGEST FOR IMPROVING~THE DIRECT FUNDING STRUCTURE AND 
PROCESS AT NPS ? CONSIDER SUCH THINGS AS STREAMLINING 
INTERNAL MANAGEMENT AND ENSURING PROPOSAL FUNDING BASED UPON 
QUALITY. You CAN CONTINUE USING THE COMMENTS SECTION BELOW • 
* REDUCE RESPONSE TIME TO OUTSIDE NEEDS. 
* ENSURE THAT FUNDING IS BASED UPON QUALITY AND MERIT 
* PAY ATTENTION TO SPONSOR REVIEWS 
* REMOVE DEPT. CAPS ON FUNDS TO ALLOW SPECIAL CASES 
* ALLOW MULTI-YEAR FUNDING 
* ALLOCATE OPTAR FUNDS ON A CASE-BY-CASE BASIS 
* Kt::EP RESEARCH ADMIN. AND' DEANS FROM MAKING DECISIONS 
ON THE RE.LEVANCE OF RESEARCH ANO AMOUNT OF SUPPORT. 
* REMOVE BUREAUCRATIC LABYRINTH BETWEEN SPONSOR AND PI 
* WELFARE STATE MUST BE AQ.OLISHED. MONEY APPROVED.BY 
SPONSORS SHOULD NOT BE CQNTROJ..LED BY 1-0CAL M~NAGEMENT. 
. ' . . · .. " 
* ffe:ED INSTITUTIONAL POLJ:CY $TATEME.NT REGARDING TYPE OF 
WORK THAT SHOULD BE DONE UNDER l).F. 
* REMOVE CHAIRMAN AS THE SINGLE PERSON WHO DECIDES WHO 
GETS. HOW MUCH. CHAIRMAN ARE .NOT QUALIFIED TO EVALUATE 
MERITS OF PROPOSALS AND WILL TEND TO RESPOND TO POLITICS, 
1t A.LLOW fACULTY TO HIRE. THE HELP THEY NEEP TO DO THE WORK 
* CUT OUT POOR AND MARGINAL RESEARCH, DON'T JUST REDUCE 
EVERYONE TO THE POINT THAT QUALITY SUFFERS. 
* $TOP THE CONTINUOUS AND RANDOM BUDGET REVISIONS DURING FY 
1r AVOJD THE SHUT-DOWN OF PURCHASING AT THE END Of THE FY 
* Musr HAVE INTERNAL REVIEW FOR QUALITY CONTR.QL 
* GET THE RESEARCH ADJUN. OFFICIE OUT OF THE LC)OP, 
* ALLOW FACULTY TO SEND PROPOSALS DIRECTLY TO $PONSORS. 
I 
· I 
22. IF YOU COULD ALTER THE DESIGN OF THE DIRECT FUNDING PROGRAM, 
INCLUDING THE SOURCE OF FUNDING, WHAT WOULD YOU DO TO OBTAIN 
THE VERY BEST SYSTEM FOR FUNDING NAVY RESEARCH AT NPS ? 
* ALLOW NAVY REIMBURSABLE RESEARCH 
* STRICT IN-HOUSE REVIEW OF FUNDED PROJECTS 
* DISTRIBUTE RFP's FROM THE NAVY 
* DIRECT FUNDS SHOULD NOT BE ALLOCATED TO 
NON-RESEARCHERS SO THEY CAN BUY OFF FROM TEACHING 
* SPONSORS SHOULD BE INFORMED OF REDUCED BUDGETS 
* ALLOW INCREASED FLEXIBILITY FOR PROJECT START-UP TIMES 
* ELIMINATE DIRECT FUNDING AND RETURN TO EARLIER SYSTEM 
* ORGANIZE MASTER PROJECTS THAT ARE OF NAVY VALUE, LED 
BY QUALIFIED FACULTY AND MANNED BY NEEDED JUNIOR FACULTY 
* LEAVE D.F. AS IS, BUT FIND A WAY TO PREVENT CONGRESS 
FROM CANCELING IT ALL OUT 
* RESTORE THE SPONSOR/INVESTIGATOR RELATIONSHIP 
* ESTABLISH A RESEARCH COUNCIL FOR DIRECT FUNDING 
* GIVE PRIORITY TO DEPTS. WHICH HAD VIABLE, FUNDED 
RESEARCH PROGRAMS BEFORE D.F. 
* DISTRIBUTION OF FUNDS TO DEPTS SHOULD BE MADE PUBLIC 
ALONG WITH FY 85-87 PATA 
* GET A RESEARCH DEAN TO RAISE THE LEVEL OF CONSIDERATION 
AND MANAGEMENT OF RESEARCH AT NPS. 
* ABANDON THE "SPONSOR" REVIEW PROCESS. DEVELOP NAVY-
RELEVANT LONG RANGE RESEARCH MATCHED TO NPS ABILITIES 
* CONTRACT OUT MERIT REVIEW AND D.F. MANAGEMENT PROCESSES 
* PROVIDE SHIELDS FROM HIRING FREEZES, FUND CUTBACKS 
ETC. WHICH MAKE EXECUTION OF PROJECTS DIFFICULT. 








































Passive IR Detection/Senors 
Free Electron Laser 






















Shipboard Operations Rawinsonde 
Interactive Digital Environmental Analysis Lab 
Marine Atmosphere Boundary Layer 
Weather Analysis/Prediction/Briefing 





Navy/NASA Joint Inst. 
Gas Dynamics 









· Shipboard Operations 
Image Analysis/Graphics 


















Automation and Robotics 
Hydrodynamics; 
Boundary Layer Processes 
Underwater Shock and Vibration 
Electronics Cooling 
Small Satellite Fabrication 
Attitude Dynamics and Control 




Aero and Astra 
· Mechanical Eng 
'K-3 
Electronics Shops 
Elect & comp Eng 
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Faculty Council Ad Hoc Committee on Excellence 
Faculty Council 
FINAL REPORT 
1. In response to the Marto Committee report, our committee was 
commissioned by the Faculty Council to: 
a. Identify and refine the "shared vision of excellence" 
held by NPS faculty, and to determine its operational 
meaning; 
b. Compare such a vision of the future with a picture of 
the present, focusing on those factors likely to 
contribute to achieving true excellence; and, 
c. Suggest a strategy to ensure that NPS will be viewed as 
excellent by our external sponsors, clients, and 
colleagues, as well as by our own faculty, staff, and 
graduates. 
2. First, we formed a preliminary consensus of the way we, as 
individual faculty, would respond to the Charter's (implied) 
questions. Since it was critical that this Committee understand 
as fully as possible the perceptions and opinions of the NPS 
faculty as a whole, we met in two-person teams with most 
departments and academic groups to solicit individual and 
collective feedback. Prior to the meeting, we provided each group 
a summary of our preliminary deliberations. This focused on what 
we considered to be generic characteristics of an excellent 
organization, and elements that comprise a shared vision of 
excellence at NPS. We found no significant objection to this 
document in our meetings. Thus we summarize its content next. 
3. General Characteristics of An Excellent Organizations. An 
excellent organization is one that accomplishes its goals and 
objectives with quality and timeliness, and does not waste 
resources in the process. This implies that organizational 
personnel: 
a. Know what they're supposed to do; 
b. Know how to do it; and 
c. Are committed to completing the tasks. 




a. Inspires excellence and provides incentives; and 
b. Rewards and values appropriate behavior. 
4. Shared Visi~n of Exc.ell.ence at HPS. The Postgraduate School 
has as its primary mission the education of officers in 
subspecialty areas and in the general processes of analysis and 
decision making. Ancillary missions include continuing programs 
of research, and the maintenance of an expert fac~lty capable of 
providing assistance to DON/DOD. Thus, NPS will accomplis~ its 
goals and objectives if: · 
a. Our students perform well in their subspecialty payback 
tours (short-term measure); 
b. Enhancement of our students' decision-making skills 
contributes to their advancement and effectiveness in 
their DOD/DON career, and to the maintenance of an expert 
faculty capable of providing continuing assistance to 
DON/DOD in the long term; · 
c. Our, portfolio of research contains efforts that clearly 
contribute to the solution of Navy problems and advance 
the state of the art in our discipline areas; and, ' 
d. Faculty at NPS are called upon and valued for advice and 
counsel by people ·in government agencies and in the 
scientific field. 
5. To identify the causal element$ associated with such outcomes, 
we must differentiate between organizational and indiyidual 
excellence. The former requires the latter, but individual 
excellence does not guarantee an excellent organization. 
NPS as an excellent organization implies that individual 
faculty can pursue excellence and be viewed as excellent 
in a wide variety of faculty models so long as the 
collective por'tfolio of faculty and strengths 
sufficiently contributes to tpe achievement of NPS goals 
and objectives. · 
6. Teachipg effect;yeness is absolutely essential to NPS 
excellence. 
a. Teachers of proven excellence should enjoy a level of 
esteem commensurate with that accorded to those who excel 
in research . 
b. Our special challenge includes taking students who would 
not have been admitted to civilian graduate programs and 
'add value' ·through instruction to achievEt ·minimum 
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thresholds. 
c. We must cultivate the creativity of our students to meet 
total instructional goals and objectives. 
d. Faculty must engage in scholarly activity of some nature 
to stay current and to maintain/build individual teaching 
effectiveness. 
7. Effectiveness in Scholarly Activity. Individual faculty 
~embers may be considered to be excellent in the research dimension 
if their research contributes to their demonstrated classroom 
teaching capability, and: 
a. Their research contributes directly to the solution of 
DOD problems; or 
b. Their research advances the state of the knowledge in· 
their discipline; or 
c. They demonstrate exceptional versatility in both of the 
above dimensions. 
This does not necessarily mean that all faculty members must 
publish extensively in a scholarly journal. While there are 
varying opinions about the very definition of "publish", and the 
appropriate vehicles, there is appar~nt consensus with the Marto 
Report interpretation that faculty must make new contributions to 
their professional fields. 
8. We believe NPS as an organization will be successful in 
pursuit of excellence if: 
a. Its leadership can articulate and demonstrate commitment 
to NPS goals and objectives; 
b. Commitment and pride by the faculty in their 
accomplishments is also shared by the Administration. 
c. ·Its leadership will construct and utilize systematic 
incentives and positive feedback to motivate and reward 
individual faculty excellence that is congruent with 
achievement of NPS's organizational excellence; 
d. 
e. 
The administrative focus is on the accomplishments of 
the faculty (as opposed to monitoring inputs or effort 
levels); 
Its faculty beiieve that they have significant input into 
the NPS decision-making process and therefore that the 






f. New ideas and actions are 
supported. 
actively solicited and 
I 
9. Prior to the team meeting with the departments and groups, we 
provided a list [Enclosure A] of suggested agenda items and 
questions to structure the discussion. In the following we 
summarize the comments and collective answers to these items. 
a. How are we doing right now? Many faculty believe they/we 
~ presently doing an excellent job, and are viewed in 
that way by people outside. However this perception is 
not uniform over, or even within, departments and 
academic groups. The problems seem to stem from: 
A lack of "advertising" what we are doing, and how 
well; 
Different criteria being applied - e.g., between 
Navy research or curriculum sponsors versus 
professional academic peer groups; 
The faculty's perception/belief that publication i.s 
valued and gets rewarded while teaching does not: 
b. How can we do better? A fair representation of the 
faculty is that a number of impediments need to be 
eliminated or reduced, and supportive actions need to be 
taken, to facilitate our pursuit of excellence. More 
$pacifically: 
NPS leadership must contim,1ally promote a "can do" 
attitude among our support organizations. A. spirit 
of "doing everything possible" to maintain and 
p;romote the excellence of NPS is required in all 
employees if we are to overcome a multiplicity of 
"nuisance factors" in travel regulations, 
requisitions, and other support functions. 
NPS leadership must adopt agressive stances to 
maintain and extend excellence at NPS in the face 
of continuing bureaucratic interferences such as 
funding and hiring freezes, auditor's rulings that 
demonstrate a lack of understanding of the special 
nature of NPS, etc • 
Excellence in teaching can be promoted by resisting 
recent tendencies to increase class sizes, 
especially when incoming students' skills are 
diminishing; by enhancing library resources; and.by 
continued vigilance in rewarding outstanding 






In the spirit of the Mar to Report, measures of 
excellence in applied DON/DOD projects must be 
developed so that appropriate support can be 
provided and appropriate salary rewards be awarded 
the faculty and staff who accomplish these .valued 
services. 
NPS leadership should continue to demonstrate their 
commitment to the existence of a portfolio of 
faculty through the recruitment, pay, promotion, and 
tenure processes. Efforts, consistent with the 
Marto Report, to make a place for faculty with 
DON/DOD experience would be a plus in terms of our 
pursuit of excellence. 
NPS leadership must secure overall NPS salary 
comparability with civilian universities to ensure 
that we can recruit and retain individual faculty 
who will succeed in their pursuit of excellence and 
thus contribute to the perception of excellence at 
NPS. 
NPS leadership muse spend more time and energy on 
developing and facilitating visions of the future 
as opposed to reacting to exogenous stimuli. 
Finally, the faculty collectively need to take more 
responsibility and interest · in NPS policy 
development and governance, and they need to be sure 
that "the Mezzanine" will listen and value their 
input. 
10. The Committee met a number of times subsequent to our meetings 
with the individual departments to discuss the meaning and 
implications for the remainder of our work. We agreed that the 
major task remaining for the committee was to suggest: 
A strategy to foscer NPS' ability to achieve its 
goals, believe that we have become excellent, and 
be viewed as truly excellent by its tripartite 
constituency: professional colleagues, students, 
and DON/DOD sponsors and contacts; and, 
A (prioritized) set of activities that would 
contribute to that achievement. 
In the remainder of the report we attempt to provide both. 





It is imperative that we respect ourselves. Our 
morale and self-esteem as a faculty will directly 
impact on our ability and desire to reach 
excellence. This requires that we enjoy and be 
proud of what we do, sng that we believe it is 
valued by our constituency. 
We need to be more active and effective in our 
relations with our students (especially graduates) 
and our DOD/DON contacts, while ensuring tQ.at "Navy 
relevance" and military considerations do not have 
to imply conformity or to compromise our academic 
integrity. 
Encourage and support administration initiatives 
that provide greater leadership, vision, and 
advocacy of policies and programs that support the 
NPS faculty and mission. In return, we must accept 
greater responsibility for recognizing and assisting 
with the problems with which the Mezzanine is faced 
and must deal. 
Develop a more integrated and robust view of the 
s~ope .and desirability of the facul.ty's coll.active 
''Scholarly Activities". Leadership in this 
dimension has been diminished since the abolition 
of the position of Dean of Research. We strongly 
recommend that it be reestablished. 
Recognize that we must continually evaluate our 
curriculum philosophy. To counteract the 
(understandable) emphasis that can come from 
continuous response to Curriculum Reviews based on 
Educational Skill Requirements, we must explore the 
possibility that a more creative learning process 
may be more productive of true education, and the 
students' achievement of their 2!!11 excellence. 
12. What Must We Do? We must recognize that there can be many 
paths toward these goals. The actions we suggest below are based 
on the committee's collective experience and the discussions we've 
both heard and have had. We never have to limit our actions, or 
our opportunities. We've tried to provide some structure by 
collecting our suggestions under general headings. 
a. Instruction 
Continue to develop better, broader measures:; of 
teaching effectiveness . 
Establish criteria for class size and faculty 
instruction workload that recognize the impact on 
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quality of output. 
Establish guidelines for the number and evaluation 
of Adjunct faculty. 
Ensure that the Bonus System and Merit pay recognize 
contributions to Instructional Excellence. 
Do a better job of communicating with present 
students to ensure that most appropriate/ useful 
feedback is received, and with graduates to monitor 
"how we did". 
b. Scholarly activity 
Reduce reliance on Direct funding. 
Reestablish and empower the Dean of Research. 
Establish an NPS Research Center to (logistically) 
support the research activities of NPS and provide 
an umbrella for the varied excellent research 
activities. 
Establish Research Chairs for our min faculty. 
Minimize the bureaucratic and 





Actively work toward a cooper~tive ~can do" attitude 
on the part of support organizations. 
Continuation/expansion of the "Orientation" tours 
and briefings for members of these organizations is 
one avenue. However, this activity requires 
continual effort and attention, especially in a 
government institution. 
Investigate methods of providing more attractive 
support staff salaries, and flexibility in providing 
merit raises to attract and keep the best quality 
people. The "China Lake experiment'' may be very 
appropriate to NPS. 
Investigate ways to obtain relief from the pay cap, 
and garner support in Washington for overall 
increases in faculty salaries. 
Investigate and develop innovative recruiting 




promotion guidelines for young performers, etc.). 
Develop a sabbatical leave program on a par with 
other universities. 
13. In the period since the establishment of the committee, a 
number of developments have occurred that reflect a willingness on 
both sides faculty and administration to consider novel 
approaches. These developments include efforts to define a faculty 
workload and evaluation system as w•ll as a system of monetary 
reward for performance of exceptional merit. We are hopeful that 
our work will contribute to the success of initiatives such as 
these. Finally, the committee wishes to note that the tenure of 
a new Provost can be a catalyst for many of the actions recommended 
herein. Above all, achievement of our potential as an organization 
requires the continuation and nurturing of communication and 
cooperation between an involved faculty and a concerned 
administration. 
David R. Whipple Russell L. Elsberry 
James M. Fremgen Robert H. Nunn 
Kai E. Woehler Kerry Kartchner 
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